Gendered job and clerical workers in Hong Kong. by Yuen, Siu Man Amy. & Chinese University of Hong Kong Graduate School. Division of Sociology.
、 • ^ • ? • 、 - ••， 
• 
’ 
' \ , / 
. : GENDERED JOB 
； ‘/ 
� � ‘ AND f 
CLERICAL WORKERS 
m HONG KONG 
A THESIS SUBMITTED TO THE DIVISION OF SOCIOLOGY, 
GRADUATE SCHOOL, THE CfflNESE UNIVERSITY OF HONG KONG, 
ESF PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR 
THE DEGREE OF MASTER OF PHILOSOPHY 
BY 
YUEN SnJ MAN AMY 
THE CfflNESE UNIVERSITY OF HONG KONG 
AUGUST 1997 
1 
^^ p( lJJ^^_J^fJ 
^ - T ^ T " ^ f 
^ ^ ^ 
ACKNOWLEDGMENTS 
I feel really lucky that I have been given a chance to pursue studies in the 
Department of Sociology. In writing up this thesis, I would like to take the 
opportunity to acknowledge the following people who have encouraged me through 
my studies and helped me in my thesis. 
First of all, I would like to express my sincere gratitude to my supervisor, Dr. 
Tai-lok Lui. Without his supervision, I would not have the chance to work on this 
topic. His comments, suggestions and encouragement are vital to the completion of 
this thesis. I am also indebted to his detailed review on its early drafts. 
I would like to thank Dr. Ching-kwan Lee for her invaluable comments on the 
topic and the preparation for this study. I have gained much from her with her 
teachings and sharing ofresearch experience in her course on qualitative research. In 
addition, I would also like to thank Dr. Stephen Chiu and Dr. Isabelle Thireau for 
their time and effort in reading over this thesis. They have given me insightfiil ideas to 
clarify my arguments. Certainly, I am responsible for any deficiency on it. 
This research is subsidized by the Department of Sociology and the United 
Board for Christian Higher Education in Asia Scholarship for Research on Women 
and Gender. I am grateful to be selected as a recipient of the scholarship. The 
encouragement which comes from the subsidiaries is beyond monetary terms. 
I would like to mention the valuable contributions ofthe informants who have 
shared with me their feelings and experiences. I do hope that we, my informants and 
I, can gain reflections from the interviews. I would also like to thank the people who 
have helped me in contacting the informants. 
ii 
I have gained much mutual support from my fellow classmates in these two 
years' of postgraduate study. Among them, I have shared my worries and pleasures 
with Ms. Chiu-ling Yam, Ms. Chun-mei Chan, Mr. Hing-seng Tse, Ms. Mariko Nishi, 
Ms. Wai-man Wu, Ms. Yuen-mei Lai and Ms. Yun-chou Yuen. I have especially 
benefited from Ms. Yuen-mei Lai by her encouragement and suggestions on my 
thesis. 
Finally, I would like to extend my special thanks to Mr. Chun-nam Wong, who 
has given me infinite support during my difficult times. 
iii 
ABSTRACT 
This thesis is about gender segregation of clerical work in Hong Kong. By 
focusing on the reactions and resistances of the workers in response to their particular 
constraints and vantages, this study shows that employees' working strategy is 
differentiated by gender and life-cycle, and that the gender difference in career 
concept contributes to the reproduction of gender segregation ofclerical work. 
This research is based upon in-depth interviews with twenty-six clerical 
workers. First, I show that the resistance of the more constrained workers are kept to 
minimum and they practise stable working strategy. The more autonomous women 
workers adopt horizontal mobility working strategy so that their employment 
opportunities are maximized and they can escape from the "dead-end" destiny of their 
occupation. The more autonomous male workers practise the strategy of leaving 
clerical work in order to attain more opportunities for career development. Second, 
the difference in career concept adopted by women and men workers acts as the 
underlying force in shaping their working strategy, which is significant to the 
reproduction of gender segregation. Male clerical workers perceive career as a 
sequence of non-interrupted jobs where promotion opportunities and improvements in 
income are expected. Women clerical workers value more of the work contents and 
their working experiences. 
These empirical findings have three theoretical implications. First, the 
theorization of women and work should account for the actors' power to contend 
with the external patriarchal force after recognizing the constraints imposed by the 
system of patriarchy. Second, a third approach which links up actors and patriarchy 
should be taken to look at the maintenance of the structure of gender segregation of 
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work. I suggest that the concept of working strategy is useful to the connection 
between the concept of career and the patriarchal structural constraints, and it is 
varied according to the relative autonomies of the workers. Third, with regard to the 
marginalization of women's work and experiences, there should be a 
reconceptualization ofcareer. We should broaden our definition of career so that the 
career experiences of both sexes are taken into consideration. In the long-term, we 
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1.1 Women, Work and Gender Discrimination in Hong Kong 
In Hong Kong, one of the demands raised in collective action organized by 
women workers in the 1970s was that of "equal pay for equal work". At that time, 
women who worked in the government obtained an official salary of only 65% to 
75% of their male counterparts of exactly the same grade (AAF, 1992). This unequal 
policy was widely regarded as a kind of discrimination against women and the colonial 
government was forced to deal with the issue as a result of actions of women's groups 
and civil service unions. Since then, gender inequality at the workplace is thought by 
many to have disappeared in Hong Kong. 
However not only does gender inequality continue to exist in the work 
domain, it even becomes more subtle. In fact, the elimination of the unequal pay 
policy does not help much to the vast majority of women workers. Firstly, the equal 
pay policy is effective only within the government. Secondly, and more importantly， 
many of the women workers are engaged in female-dominated occupations so that 
they are not really doing the same jobs of their male counterparts. Theirjobs are not 
directly comparable to those of men and they have no basis to ask for "equal pay". In 
fact, the key issue is gender segregation at work. Its persistence is the most important 
cause of the wage gap between men and women in a patriarchal society (Burchell, 
1996; Cromption & Sanderson，1990; Millward & Woodland, 1995; Walby, 1988). 
Yet only until recently has the agenda of gender segregation of work been put in the 
public agenda. The "Code of Practice on Employment" which is newly issued in 
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accordance with the Sex Discrimination Ordinance also addresses the gender 
segregation of jobs (EOC, 1997). It encourages large organizations to take the lead 
in implementing equal pay for work of equal value in the hope to eliminate the effect 
of gender segregation. It suggests to compare the value of different jobs "on the basis 
of the demands made on a worker in terms of effort, skill, responsibility and working 
conditions" (1997: 18). 
Nevertheless, the problem is far more complicated than what the "Code of 
Practice" sees. For instance, to compare the value of jobs on the basis of skill is not 
realistic since the classification of skill, semi-skill and unskill is not depended on real 
skill but is divided along sex lines (Phillips & Taylor, 1986). Besides, women are 
continuously recruited into female-dominated jobs by employers so that the direct 
comparison between the value of men's and women's jobs is very difficult (Snell, 
1986). Indeed, the problem is socially, culturally and structurally anchored. 
1.2 A Hidden Problem 
Public concern of the current problem of sex discrimination lies on individual 
attitudes and equal (same) opportunities among individuals. Actually this focus tends 
to individualize the problem so that the structural level of the problem has not been 
properly addressed in public discussion. This thesis is to draw our attention to the 
collective experiences of the workers concerned. 
The problem of gender segregation of work does not only imply unequal 
employment opportunities so that people cannot do the jobs they like which are 
defined as "inappropriate" to their gender. Neither does it only point to the fact that 
women can be "as good as men" so they should be given the same opportunity. 
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Gender, like class and race, is one of the most important ordering bases in our society. 
The value of the work done, and subsequently the wage paid to it is more or less 
based on this order. Therefore the implications of gender segregation of work are the 
devaluing of women's work and its subsequent wage differential. 
Empirical studies of gender segregation often focus on the socialization and 
cultural processes in which people are made to do gender-appropriate jobs (Jacobs, 
1989; Valli, 1986), or how the different jobs are gendered in the workplace (Leidner, 
1991). Other quantitative studies concentrate on the structural variables in the 
analysis of the degree of gender segregation and the wage gap (Abrahamson & 
Sigelman, 1987; Burchell, 1996; Millward & Woodland, 1995). Some other 
theoretical discussions focus on the structural processes where people are "put" into 
different structural locations (Waddoups & Assane, 1993; Beechey, 1987; Cockburn, 
1988; Hartmann, 1979; Walby, 1988). Despite the significant theoretical and 
empirical contributions of these studies, it is important for us to further explore how 
the workers make interpretations of their own situations and experiences, and how 
they respond to such circumstances. 
Previous studies on women and work in Hong Kong often focus on working 
class women (Chiu, Lai & Lee，1996; HKAWW, 1992; HKCTU, 1995; Lee, 1995; 
Lui, 1992; SalafF, 1981), or working women in general (Chan & Ng, 1994; Guo et al., 
1990; Ng, 1991; Wong F. M., 1981; Wong T., 1995). Few ofthem concentrate on 
middle class or lower middle class women. The nine year compulsory free education 
has been adopted since 1978. It is believed that a lot of secondary level educated 
women have come to constitute a significant portion of the workplace in the labor 
market since the 1980s. This group of women constitutes a large part of the middle 
class and the lower middle class women. At the same time，since 1981, we can notice 
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that the category of "clerical and related workers" is becoming the only major 
occupational group that women constitute more than half of its members^. Therefore 
it is necessary to have a more detailed understanding of the lower middle class women 
who work as clerks before we can grasp a complete picture on women and work in 
Hong Kong. 
With the above considerations, this study is therefore about the gender 
segregation of clerical work in Hong Kong, which is the most significant problem 
concerning women and work among the yet unexplored but weighty group of women 
in Hong Kong. The special attention is put on the reactions and resistances of the 
workers in response to their particular constraints and vantages. It looks at how 
workers perceive their statuses with a lowest grade non-manual occupation, what they 
are pursuing in their working lives, how they make use of their resources to enlarge 
their employment opportunities, and what limitations they are facing in implementing 
their plans. By looking into their working strategies and the processes to realize 
them, I hope to unravel how individual choices are made on top of structural 
constraints so as to constitute to the reproduction of gender segregation of work. 
Thus I pay particular attention to how gender, being one of the most 
significant variables in affecting the distribution of resources, pervades in the various 
individual decision making processes. Gender, which is one of the most important 
dividers in categorizing occupational groups, plays a crucial role in organizing the 
relationship between individual and work. It shapes the differences in experience and 
expectation (Goh, 1991; Gutek & Larwood, 1987). Being part of our cultural tools 
for ordering and understanding the world (Cockburn, 1988), gender is also a 
significant ordering principle of these differences. By taking this into consideration, 
1 Except that in 1996, women constitute 50.4% of the categoty of "elementary occupations". 
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the present study also tries to explore how women's career concepts, which can reveal 
their long-term expectations in work, are different from those of men's. It is hoped 
that through the examination of the customary definition of career and the gender 
differences in career concepts, the ordering mechanism of occupations can be 
uncovered. 
Consequently, I attempt to find out the answers to the following questions by 
focusing on the reactions and resistances: how different are men and women clerks in 
terms of their working strategies? How do the differences relate to the career 
concepts of both parties? How do these differences in working strategy and career 
concepts contribute to the reproduction of gender segregation of clerical work, and 
gender segregation of work in general? 
That is to say, this thesis tasks at: (i) illustrating the gender difference in 
working strategy; and (ii) pointing out the significance of differences in career 
concepts in generating the reproduction of gender segregation of clerical work. 
1.3 Argumentation Outline 
1.3.1 Empirical Findings 
The first objective is accomplished by comparing the working strategy of the 
clerical workers. I contrast the pattern of employment and the future work plan 
between workers with different working strategies. I also look into the structural 
factors constraining and affecting the autonomy, as well as the subjectivity of the 
workers in implementing their pursuits. In this part, I find both similarities and 
differences between gender, together with similarities and differences within gender. 
In other words, I find out that stable working strategy is most commonly adopted by 
both sexes of workers. However, such commodity notwithstanding, women tend to 
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practise horizontal mobility working strategy, while men tend to leave clerical work 
and look for an alternative (see table 1.1). 
Table 1.1: Working Strategy by Gender in Illustration ofEmpirical Argument 
F M 
Stable Working Strategy V V 
Horizontal Mobility Working Strategy V 
Strategy of Leaving Clerical Work V 
The second objective is achieved by exploring the attitudes of women towards 
paid employment and their life concerns. There are differences in the career concept 
adopted by women and men clerical workers. Men clerical workers understand career 
as a sequence of non-interrupted jobs between which promotion opportunities are 
given and where linear progressions in salary increment are expected. On the other 
hand, women clerical workers perceive improvements in career by the altering of 
work content, accumulating experiences, learning from work and reasonable 
increments in salary when changing jobs. The difference in the kind of working 
strategy adopted is matched with this difference of career concept. This structures the 
job mobility pattern of the clerical workers and the reproduction of gender 
segregation in the labor market. 
1.3.2 Theoretical Concerns 
The question of gender segregation has given rise to lots of theoretical debates 
on women and work. I attempt to bring out some of them which may need 
reconceptualization and re-integration. Among them, first, workers' resistance to 
structural constraints is usually ignored and the diversity of the workers' actions is 
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under-conceptualized. We need to incorporate different kinds of resistance in our 
analysis. 
Second is the division between an individualistic and a structural analysis of 
gender segregation. Following my first argument, I argue that both agency and 
structure are important in structuring individual employment arrangement. Hence we 
should take a third approach which re-integrates them. 
The third related aspect is the gender difference in career concept. Variations 
on the kinds of resistance and reaction are related to the different career concepts 
between men and women workers. However, there is insufficient conceptualization 
of different employment experiences. A reconceptualization of career is of urgent 
need to our thinking of equal employment. 
1.3.2.1 Different Kinds ofResistance 
In the theoretical development of different schools of feminism, women's 
experiences are usually much emphasized. This is also one of the fiindamental 
concerns of the feminists. However few attempt to see how women react to such 
male-centered structures in our daily life. Some portrait women as victims in the 
patriarchal society so that they have to live according to the patriarchal rules and have 
no way to escape. Some point out the importance of women's autonomies so that we 
have to "respect" their choices which may conform to the patriarchal rules. Still some 
oppose the whole of patriarchal structures so that the only way out is to stay away 
from men and to live in an all-women's society. Yet the daily resistances and 
reactions which are taken by women are often neglected. These actions may not be 
able to challenge or alter the structural constraints, but they are important in 
actualizing power so that the actors are not merely victims or co-operative individuals 
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ofthe patriarchal rules. This thesis shows that workers use their available resources 
and actively create chances to enlarge their opportunities in employment, so that their 
life chances are not confined by the dead-endjobs. 
However resistances and reactions are not confined to only one form. With 
the recent concern on postmodernism, the diversity between women of different class 
and race attract much attention. It is believed that women do not have only one 
unique voice and one unique experience, and the extreme viewpoint is that every 
woman is different so that gender no longer becomes an analytical tool. I argue that 
resistances and reactions in work take on different forms, by gender as well as by 
other structural factors such as the kind of organization, age, and life cycle. However 
I do not agree with the total uniqueness of every woman and every single person, so 
that gender is no longer significant in differentiating the kind of reaction. We can see 
from the kinds of working strategy taken by the workers that gender is still one of the 
dominating analytical variable in understanding the differentiation in reaction. 
Certainly, we have to notice the diversity within gender at the same time. 
Hence there are two points to make here. First, the attention paid to the 
resistances and reactions of individuals in feminist literature is not adequate. 
Resistance has to be taken into consideration when analyzing and recording structural 
constraints. Second, there are variations in the kind of reaction both within and 
between gender, indicating that gender is not the only but still one of the most 
significant variables in dividing the kind of action to be taken. Thus resistances and 
reactions generated by men and women actors to confront structural constraints 
awaits to be conceptualized. 
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1.3.2.2 Participation of Agency in Reproducing Structure of Gender Segregation of 
Work 
Gender segregation of work is usually explained by two opposing approaches: 
either individual choice or structural constraints. I do not see that we need to choose 
from either approach. The problem of the maintenance of gender segregation is not 
necessary to take on either the reason of individualistic determination or structural 
determination. Instead, both are correct to some extent. 
I suggest that the patriarchal structures are deterministic in maintaining gender 
segregation. Moreover, the concept of career directs individuals' choices of 
occupation on top of the structural constraints so that gender segregation is 
reproduced. The concept of career reveals one's pursuit in work. However it is 
difficult to say that there is no shaping force in hindering the concept of career, and to 
deny the active segregation of work by patriarchal force. At the same time, we do see 
that workers are conscious of their pursuits, and that the decisions on working 
strategy are made between alternatives. Therefore I emphasize the role of agency in 
the reproduction of gender segregation of work. 
There is one point to add here. The individual choice approach often refers to 
rational decision making. It assumes that people's decisions are made by calculations 
so that they could get the most (economic) return from the choices they made (details 
are discussed in Chapter Two). However I fmd that the choices of the workers are 
not always made according to the economic principle. What I refer as agency is not 
equivalent to individual rational decision. If individual actions could be pre-
determined wholly by economic calculations pinciple, it would have no significance to 
talk about agency any more. The so-called "individual choice" would only become an 
outcome of predetermined rational calculation or optimization. 
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In sum, it is more meaningful to probe into the complex relationship between 
individual agency and structural constraint, rather than emphasizing one and rejecting 
the other. This thesis therefore attempts to bring out the interplay of structure and 
agency and that of constraint and individual's choice. 
1.3 • 2.3 A Need of Reconceptualizating Career 
Lastly, regarding the different work-life pursuits among the workers, 
especially between men and women workers, I assert a need to reconceptualize the 
concept of career. The reconceptualization of career is most needed in academic 
discussion as well as in the actual practice of employment. 
By comparing between the usual understanding of the concept of career in 
academic discussion and the career experience and expectation of women, women's 
work does not usually fit the "normal" career pattern. Career is usually taken as 
successive jobs with increasing responsibility, status, and rewards in bureaucratic 
organizational structures. However women's career pattern is often characterized by 
interruptions because of family obligations. Besides, they do not only perceive 
successive upgrading in hierarchy as progression in career. Rather, the altering of 
work content, the accumulation of working experiences and the development of self 
by learning from work are perceived as improvements in employment. Yet the 
differences are often taken to be the deficiency of women, therefore, their interrupted 
career pattern and the inadequate aggressiveness are usually penalized by insufficient 
rewards. 
Hence the reconceptualization of career is necessary both if the different 
employment experiences are to be included, and if equal employment is to be 
achieved. We have to broaden our definition on career so that it includes the career 
10 
experience and expectation of women. In the long-term, we urge for a de-gendering 
of career so that it is inclusive ofboth men and women's experiences. 
1.4 Methodology 
Since this study addresses the issue of working strategies, constraints and 
career concepts of clerical workers, its focus is placed on the experiences and the 
subjective interpretations of them. Through in-depth interviews, informants are able 
to describe and interpret the working strategies and the ways to realize them. They 
give detailed accounts of the past employment pattern and the events of change, if 
any, which may affect employment. Besides, through the conversations, I am able to 
grasp their concerns and their attitudes towards work and career. In addition to the 
in-depth interviews, I supplement the data with a secondary analysis of census and 
statistics. It is hoped that we can have a brief understanding of the macro picture of 
gender segregation of work before we move on to the detailed analysis. 
This study intends to illustrate the underlying social processes rather than to 
gain statistical representativeness. Besides, clerical work is an occupation that 
involves a lot of scattered workers in different industries who are usually un-unionized 
so that it is very difficult to gather a pool of them. Therefore, statistical 
representativeness can only be gained by a large-scale survey which is not readily 
available and is not necessary with respect to the aim of this study. Hence I give up 
random sampling and use convenient sampling. 
During the period between July 1996 and March 1997，I arranged to interview 
twenty-six clerical workers. Some of the follow-up interviews were arranged in May 
and June 1997. Most of the interviewees I contacted were the colleagues, friends and 
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relatives of my friends. Among them, seventeen are women and nine are men. Since 
the duties, working hours, status, and rewards differ a lot in different industries and 
different organizations, I try to include workers from different kinds of speciality, 
industry and organization so that the diversity can be explored. Besides, both single 
and married informants are included which may give insights to the way how working 
strategy is differentiated. For comparative purposes, I choose also to study some 
male clerical workers in addition to the female ones. 
Although there is an official definition of "clerks"^ it includes a much wider 
occupational types in which some of them may not fit our usual understanding of 
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clerks . Therefore, I do not follow it closely for my selection of informant. In order 
to fulfill the usual understanding of clerical workers, my choices are confmed to the 
non-professional non-manual workers of an office which exclude the managerial or 
executive grades. I list the detailed profile of the informants in Appendix A. 
Each interview is organized in a semi-structured format and is designed to 
understand the following aspects: class background, the past employment history and 
the future employment plan, financial need and rewards from work, work-life 
relationship and continuing studies. The questions of the interviews are open-ended. 
Some questions are optional according to the background of the informant. (The 
semi-structure questionnaire is provided in Appendix B.) Most of the interviews are 
conducted in their offices or in the restaurants, some are at their homes, according to 
their convenience and comfort. Each interview lasts for about one-hour, and when 
possible，may be supplemented by follow-up interviews. All interviews are tape-
recorded and transcribed later with the prior consent of the interviewees. All 
2 
see Education and Manpower Branch, Government Secretariat. Manpower 2001 Revisited: A 
Revised Projection ofManpower Supply andRequirements for 2001. 
3 for example，industrial robot controllers, ticket sellers and postmen. 
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interviewees are assured that their identities will be kept anonymous and the interview 
scripts are used for this research only, 
1.5 Structure of the Thesis 
The next chapter presents a theoretical overview of the literature concerning 
gender segregation of work as well as that concerning women and career. It points to 
the under-conceptualized agents where my argument of the incorporation of 
resistances in the structural analysis is generated. 
Chapter Three delineates the socio-economic context of gender segregation of 
work in Hong Kong. It illustrates that workers' labor force participation, 
occupations, and rewards from work are differentiated by gender. It lays the milieu of 
the problems being investigated. 
Chapter Four highlights the pattern of constraints and vantages confronted by 
the entrants of the clerical work force. These hinder them from developing a more 
rewarding occupation. 
4 During the operation of the research, I find that there are some limitations which mainly come from 
the in-depth interviews. Although most of the informants can give clear answers to my questions, 
some of them are quite silent that it makes me difficult to establish friendly conversations. 
Nevertheless, since most informants are introduced to me by their friends, they are willing to share 
with me tlieir employment experiences, and sometimes even the personal feelings about work-life. A 
few of tliem even regard me as a friend who needs help in an assignment so they tiy their best to 
answer my questions. However some of them are quite sensitive to the financial questions tliat tliey 
may not be willing to disclose the salary and the family financial condition. It makes me difficult to 
decide the class backgrounds, especially those of the spouses. In addition, about three clerical 
workers who are too busy to take time off for an one-hour interview has turned down my invitation 
although I have talked to them in the phone for more than once. Therefore, my data would 
systematically exclude the busy workers who may give me important insights in the kind of working 
strategy and the attitude towards work. However, these limitations are common in many data 
collection methods, and I try to minimize them by keeping good relationships with my informants 
with regard to those found during the interviews. To avoid systematic error, I try to be cautious in 
my analysis so that it would not be over-generalized. 
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Chapter Five illustrates the three types of working strategies which suggest 
the reason of the labor mobility pattern in clerical work. The focus is put on the 
resistances and reactions of the workers to their structural locations. The relative 
autonomies between the workers in actualizing their idea working life are also 
demonstrated so that the diversities are manifested. 
Chapter Six suggests a need to reconceptualize career by showing that men 
and women adopt different concepts of career and work-life pursuits. The traditional 
definition on career does not only constitute to the gender segregation of work, it also 
encourages unequal employment. 
The last chapter gives a brief summary on the findings and arguments of this 





WOMEN, GENDER SEGREGATION AND CAREER 
This chapter on literature review begins with an overview of the theoretical 
explanations on gender segregation of work. The neglect of the active agents in these 
explanations gives a vantage point to start the discussion of strategy and career. The 
discussion of gender differences in action and work attitude relates to the 
reconceptualization of career. The final part of theoretical framework and 
conceptualization highlights strategy and career as the analytical focuses of this study. 
2.1 Theoretical Overview of Gender Segregation of Work 
Women's work has been a subject of interest both within and outside the 
academic domain. Despite women's right to get access to many different occupations, 
and despite the fact that some women elites have got entry into some high status 
male-dominated occupations, the relative economic standing of most women has not 
been improved substantially (Kemp, 1994). 
Early Marxist studies link the above problem to the deskilling and 
proletarianization of women's work so as to integrate this problem into their class 
analysis (Braverman, 1974; Crompton & Gareth, 1984; Feldberg & Glenn, 1979). 
With the increasing interest in gender issues and the development in feminist theories, 
women's work has become an area of interest of its own. Among the different 
focuses in the subject of women's work, the gender segregation of work has become a 
central issue which arouses much debate. 
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V : 
There are various explanations of gender segregation of work. I group them 
into two major kinds of approach for the convenience of analysis: individualist 
approach and structural approach. 
2. L1 The Individualist Approach 
2.1.1.1 Neo-Classical Economic Theories 
Neo-classical economic theories take a human capital approach to explain the 
phenomenon of gender differences in the occupational structure. This approach 
assumes everyone chooses occupation rationally so that the "earnings capacity units" 
(human capital) are maximized within a given finite and certain lifetime. Since women 
foresee their intermittent labor force participation pattern, they invest less in their 
human capital so that the human capital suffers less from depreciation due to non-use. 
With less human capital, they can only choose those occupations with lower rewards. 
Because this plan is common among women, it can even explain the aggregate 
phenomenon of gender segregation in addition to individual cases without referring to 
other macro social and cultural structures (Mertens et al., 1995; Polachek, 1981). 
The development of "new home economics" derived from the human capital 
approach adopts the same assumption of rational choice among the participants of the 
labor market. However the analysis changes from the individual level to the family 
level. From this view, husbands and wives divide employment and domestic work 
according to household specialization so that the utility or well-being of the family is 
maximized. For this reason, women have less human capital (including the time 
available) to enable them to choose occupations which offer high rewards. Therefore 
even if some women do participate in the labor market, they are clustered to some 
low paid and low status occupations (Cromption & Sanderson, 1990; Hyman, 1992). 
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However, this approach has been widely criticized in three aspects. Firstly, it 
takes for granted the gender division of labor within the household as rational choice 
of women without substantial evidence. In fact, women are not penalized less for the 
time spent out of the labor force if they engage in female-dominated occupations. 
Besides, women with continuous employment pattern are no less likely than other 
women to be found in female-dominated occupations (England, 1982). And women 
are not particularly efficient in performing domestic work (Crompton & Sanderson, 
1990). 
Secondly, "new home economics" assumes a joint household utility function 
where different interests and conflicts between members of the household are ignored 
(Hyman, 1992; Milkman & Townsley, 1994). Empirical research shows that the 
power distributions between household members are unequal, and very often, one 
member would suffer for the sake of the benefit of another member with more power 
(SalafF, 1981). Many women "choose" to become home-maker because they have a 
different gender role and face a different structure of opportunities from men, but not 
because they choose rationally for the unique interest and well-being of the family 
(Waddoups & Assane, 1993; BGCAHK, 1984). 
Thirdly, neo-classical economic theories bear a more general problem that it 
emphasizes its characteristic of value-free, but its neglect of gender bias makes it 
gender-blind. The expectation of specialization of roles within a household justifies 
less education and training for women which, following its logic, perpetuate their 
lower earnings. It therefore ignores the role of discrimination and the undervaluation 
of female-dominated occupations (Hyman, 1992). In fact, the ways in which the 
mechanisms and processes that organize the domestic division of labor, and gender 
division oflabor in general, are themselves gendered (Milkman & Townsley，1994). 
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2.1.1.2 Socio-Cultural Explanations 
In contrast to neo-classical economic theories which emphasize rational 
choice, the socio-cultural explanations focus on the social and cultural processes 
which mold women and men to take up occupations which are appropriate to their 
own gender. Early works are confined to point out the role of socialization, such as 
family influences, school influences and mass media efFects, as a cause of occupational 
segregation by gender (Marini & Brinton，1984). Some studies argue that the process 
of social reproduction, cultural forms and orientations play a significant role in 
shaping work identity within specific social and economic contexts (Valli, 1986). 
Others include the lifelong system of social control in the workplace to enrich the 
discussion (Jacobs, 1989). A research finds that the gender relations of the peer 
culture which is interpreted according to a cultural model of romance and 
attractiveness, emerges as one of the major sites of reproduction of the patriarchal 
gender hierarchy. Therefore women are willing to accept positions that are inferior 
andjobs that yield a lower standard ofliving (Holland & Eisenhart, 1990). 
In response to the criticism of its unelaborated sex role explanations, that is, 
why particular tasks should be defined as "male" or "female" (Crompton & 
Sanderson, 1990), a recent study by Leidner (1991) gives an excellent illustration that 
gender itself is constructed in part through work by the workers and the employers. 
The meanings given by gender-typed work are different in accordance to the 
differences in the cultural valuation of behavior considered appropriate to each 
gender. Padavic & Reskin (1994) also account for the gender division of labor by the 
social construction of gender at work. 
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The socio-cultural approach is criticized for having two problematic 
assumptions. First, it neglects struggles or resistances taken by the agents over sex-
typed occupations (Milkman & Townsley, 1994; Walby, 1988). In the early works, 
workers are simply seen as passive in the sex-role socialization processes. In the 
more recent works, the workers are perceived as consensual and co-operative in the 
social construction of gender which produces their subordinate positions at work. 
Second, most arguments put forth to support this approach neglect the 
unequal employment resulted from the gender segregation of work. They only 
explain gender differences but not orders and hierarchies resulted from these 
differences. 
2.1.2 The Structural Approach 
2.1.2.1 Dual Labor Market Theory 
Dual labor market theory focuses on the way in which the labor market is 
segmented and structured. As reported by Crompton & Sanderson (1990), this 
theory emphasizes that the labor market is imperfect and discriminatory, and it is 
segmented into the primary and the secondary segments. The primary segment 
consists of stable and better paid jobs which offer promotion prospects, and it is 
mostly occupied by men. On the contrary, the secondary segment contains unstable 
and low paid jobs which provide no training and promotion opportunities, and these 
jobs are usually taken up by women and other marginal workers. There is also a 
restricted movement of workers between these two segments. Dual labor market 
theory focuses on the demand side of the question and it acts as a critique of neo-
classical economics which concentrates on the supply side of the labor market 
(Beechey, 1987). 
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With criticisms on its simple "dualist" formulations (Dex, 1985)，supporters of 
dual labor market theory have extended its ftmdamental theoretical framework to 
further split the labor market into more segments (Waddoups & Assane，1993) and to 
add in variations within the segments (Burchell, 1996; Burchell & Rubery, 1994). 
Nevertheless, these changes do not alter the basic descriptive characteristic of dual 
labor market theory (Beechey, 1987; Walby, 1988). Its detailed description of the 
structure of gender segregation does not offer a full account to explain to the 
reproduction of the structure. For instance, as Burchell & Rubery (1994) put it, 
"...individual perceptions of how gender segregation comes about are 
influenced by different labour market processes and situations. While 
management may be able to provide a rationale for every new pattem of 
gender segregation it is perhaps comforting to note the much greater 
emphasis placed by these women on the terms and conditions of 
employment compared to the skills required for thejob as the main factors 
perpetuating segregation." (1994: 113) 
Dual labor market theory merely explain the persistence of the structure of gender 
segregation by the characteristics of segregation itself. 
2.1.2.2 Marxist Feminist and Socialist Feminist Approach 
Traditional Marxist approach takes the gender division of work in the 
household as functional for the reproduction of the capitalist mode of production 
(Secombe, 1974). Women who work in the domestic unit reproduce labor power for 
men in the labor market, who in turn produce goods and services for the commodity 
market. Thus, women's domestic labor makes an indirect contribution to the 
realization of surplus value. 
To further explain the specific situation of women within capitalism, socialist 
feminists give fuller accounts. Hartmann (1979) argues that the current arrangement 
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of gender segregated jobs is the result of a long process of interaction between two 
systems: patriarchy and capitalism, with capitalism grows on top of patriarchy. The 
key root of women's inferior status is the mechanism of job segregation by gender. 
However her account is criticized to overstate the degree of harmony between the 
two systems (Walby, 1988). While largely agreeing with Hartmann, Walby focuses 
on the tension between patriarchy and capitalism. She argues that the variations in 
segregation are a result of the relative strength of patriarchal and capitalist social 
forces at some crucial moments in the development of different areas of employment. 
Similarly, Beechey (1987) and Cockburn (1988) favor an approach which links the 
spheres of production and reproduction and analyses the way in which gender is 
constructed in both while drawing largely on Hartmann. 
Both Marxist feminism and socialist feminism share a common view that 
patriarchy has a material basis in the reproductive work performed by women in the 
home. However the way that capitalism and patriarchy are articulated remains to be 
explored. At the present moment, socialist feminists have not yet reached a consensus 
on this point (Kemp, 1994). 
Another criticism relates to the neglect of race and ethnicity in socialist 
feminism (Kemp, 1994). This may be a result of the emphasis on the structural 
analysis of women's position which overlooks the different social contexts of non-
white women. In fact, the over-emphasis on structural constraints is also problematic 
on its own. The analysis of macro structure often assumes similar behaviors among 
individuals in the same analytical position, and these individuals are often portrayed as 
victims. However it ignores the role of the active agents and different reactions and 
reistances can be generated leading to considerable challenge to structural constraints. 
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Therefore within this analysis, we can hardly see any possibility of social and 
economical mobility of the individuals. 
2.1.3 Agents in Structures 
With recent concern from some feminists on the diversity in the analysis of 
women's work (Burchell & Rubery, 1994; Dex, 1988; Hakim, 1995; Siltanen, 1994)， 
some ofthem attempt to look into women's attitudes, work decisions and job choices 
(Hakim, 1991; Vogler, 1994). This is to theorize the more autonomous women so 
that differences can be accounted for from their own attitudes, decisions and 
experiences, rather than putting them in an already-made structure in which there is 
little room for variations. 
With this consideration, the structural approach is far too static to account for 
diversities. Dual labor market theory is only a description of the structure of gender 
segregation. The Marxist feminism and the socialist feminism are looking for macro 
structures which link capitalism and patriarchy to the positions of individuals. On the 
other hand, although the individualist approach focuses on the voluntaristic actions of 
the actors, these actions are taken as results which can be pre-determined. Neo-
classical economic theories view actors as calculating machines in the economic 
world, while the socio-cultural explanations take individuals' action as outcomes of 
social and cultural processes. On the whole, the individualist approach focuses on 
individuals, but they fail to conceive actors as active agents in the social world. 
It is true that both structure and action are bound together and investigations 
focusing upon only one or the other are likely to be deficient (Crompton & 
Sanderson, 1990). Structure and action are actually complementing each other. 
When looking at women's occupational choices, we certainly have to bear in mind that 
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their preferences and plans are made, not in isolation, but in particular social contexts 
which shape their aspirations and allow them to exercise their choices (Devine, 1994). 
Certainly, it is not easy to account for the active agents while focusing on the 
systems. With full understanding on this point, Crow (1989) uses the concept of 
"strategy" to solve the problem. He analogizes "strategy" as "game-like" so that 
choices are made in a situation of risk or uncertainty. In this way, it is able to account 
for the actors' choices between alternatives and at the same time noticing their power 
over resources. An advantage to this perspective is that it enables us to look at 
"work" in a much wider sense, in terms of what people actually do rather than by 
examining institutions in the labor market or some forms of formal employment. It 
does not only provide a "bottom up" view, but it also implies a humanistic view of 
people's actions and consciousness (Wallace, 1993). 
However, Crow worries that the attention to action may lead to a neglect of 
social structural constraints. Yet Morgan (1989) thinks that "strategy" need not be an 
entirely voluntaristic concept. If this concept is used careftilly, it can also incorporate 
a recognition of power, access to resources and structural constraint. He argues that 
the concept of "strategy" gives one possible way of understanding the complex 
relationship between structure and agency. Thus, it is argued that "strategies create 
structures, which in turn constrain strategies, in a circular fashion" (Wallace, 1993). 
While noting the broad usage of strategy in contemporary sociology, its usage 
give rise to some debates. The most common one is whether it can be used at both 
individual and collective levels, especially on households where different interests 
exist among the members (Crow, 1989; Morgan, 1989). Therefore it is suggested 
that the analysis of strategy at individual level where the individuals share something 
in common is a safer option (Crow, 1989). Although there is no strict condition on 
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what qualifies as a strategy, it is commonly agreed that strategic actions should be in 
some senses rational and long-term, and they should be taken place within broadly 
predictable social situations. Obviously, choices between alternatives should exists, 
otherwise it is not meaningful to discuss about strategy (Crow, 1989). 
2.2 Women, Work Attitudes and Career Patterns 
2.2.1 Gender Differences in the Orientation to Work? 
The study of a sample of affluent manual workers in Britain finds that the 
industrial workers hold an instrumental orientation to their employment. They expect 
to gain extrinsic rather than intrinsic returns, that is, they regard work as essentially a 
means to ends which are extrinsic to their work situation (Goldthorpe et al.，1968). 
However their finding is challenged by many subsequent researches. Some of them 
suggest that workers have a variety of expectations that lead to a complex set of 
orientations (Daniel, 1969). On the whole, it is generally believed that men's 
orientations to work are complex and that they should be examined within the context 
of social structures (Dex, 1988). 
Despite the long history of the interest of men's orientation to work in 
academic researches, women's orientation to work has long been stereotyped in 
popular opinion rather than a popular interest in the researches undertaken within the 
discipline of industrial sociology (Dex, 1988). These stereotypes include a variety of 
opinions which may be in conflict: that women only work for pin-money, that they 
only work for meeting a husband, that they prefer boring work, that they have no 
intrinsic interest in working, etc. (Dex, 1985; McNally, 1979). In a thorough 
examination of women's attitudes towards work, Dex (1988) argues that there are no 
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great differences between men's and women's orientations to work. Yet she does not 
oppose the view from other empirical researches that men have greater concern with 
advancement and promotion, and that women concern more with the intrinsic work 
content. She also points out that both men's and women's orientations to work are 
complex and they cannot be understood by a single model. On the other hand, the 
occupations and social contexts in which women are involved are different from men. 
Therefore it is difficult to have direct comparisons between the two groups. Whether 
there are important differences in the orientations between them remains an area of 
contest. Thus we may try to understand women's attitudes towards work by a 
longitudinal rather than cross-sectional analysis, that is, to examine the long-term 
career concepts rather than the momentary orientations to work. 
2.2.2 Women and Career 
It is shown that there are gender differences in the perception of career and the 
concept of career (Chow, 1991; Diamond, 1987; Goh, 1991; Gutek & Larwood, 
1987; MaChung, 1989). A study of a group of "career-oriented" women and men 
shows that women continue to emphasize home life over their career success and 
advancement when compared to men. The argument is that both men and women 
may have similar desires to spend more time with the family over their career, but that 
women tend to pay the price more than for men (Goh, 1991). Another research done 
by MaChung (1989) indicates that women seniors are different from their male 
counterparts that when they talk about career, they are expecting one with 
interruptions by family responsibilities. That is, what they are expecting are jobs 
rather than "careers". An investigation of the gender differences in career preference 
and achievement aspiration of Hong Kong and Shenzhen graduates illustrates that 
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men and women have different considerations while selecting a career field and an 
employer. Men tend to place more emphasis on the tangible elements such as 
promotion prospect, salary, opportunity to make use of one's ability and material 
benefits associated with the job; whereas women place more emphasis on the 
intangible elements such as personal interest, management policy of the company, and 
job stability. Besides, women have lower self-esteem and lower achievement 
aspirations towards their future career (Chow, 1991). In general, it is commonly 
agreed that women adopt a different perception of career and concept of career from 
men, and that women's difference leads to their underachievements in work. 
Yet researchers often think there is little reason to study the career 
development of women because they do not have long-term as well as clear career 
patterns. They often focus on men's careers or employment experiences but pass up 
the opportunity to study women's experiences at work (Gutek & Larwood，1987). In 
fact, there exist little successful trials of a fully developed theory of women's career 
development (Diamond, 1987). 
Upon noticing the different career paths and career concepts and emphases of 
people without a pure career', Hearn (1977) tries to conceptualize three other types 
of career in order to describe these overlooked experiences. One type of career is 
best suited to women who may take interruptions at work: the non-career type. In 
this type, work is not recognized as having intrinsic meaning as "work", although 
what is done at work may have meaning in other terms, such as a relaxation. Hearn 
suggests that the careers of women who frequently switch between "work" and "non-
1 Hearn conceptualizes a "piire career" as jobs that offer both intrinsic interest and a sense of 
accomplishment. In addition, the individual involved has the talents being taken note of and that, by 
making reasonable career decisions, the individual can advance the career through and between 
employing organizations. 
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work", as well as a "central life interest" outside work, could offer potential for non-
career development. 
Although Hearn's conceptualization of the four ideal career types has tried to 
include careers of people with different pursuits, it is still incomplete because it does 
not challenge the present career structures with rewarding systems which are 
favorable to the pure career type. Evetts (1994) points out that women's work in 
careered occupations were marginalized. Therefore she suggests that different 
explanatory concepts to those developed for men are required to correct the gender 
imbalance in the short-term; while the long-term objective is to develop theoretical 
concepts and explanations which are gender-neutral and inclusive of both men and 
women. The de-gendering of career includes: the combining of paid and unpaid work 
responsibilities; the broadening of the conception of management; and the change of 
language of careers. The first thing is to regard work-family issues as universal but 
not just as women's concern, so that the multi-faceted career where the management 
of different identities can be recognized and rewarded with career progress and 
development. The second thing is to broaden and extend our conceptions of 
management to include an ability to express feelings and form empathic relations with 
others which can renew the mono-dimensional interpretation of career. The last thing 
is to change the language used to describe careers and career development to include 
such characteristics as stability, long service, organizational loyalty and doing a good 
job as deserving merit in the merit schemes. 
On the other hand, Evetts (1992) also points out the need to avoid reification, 
treating structures as things even though they only exist in the minds of people, in the 
conceptualizations of career in researches by analyzing the processes of change in 
career structures and career experiences. The consequence of reification of career 
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structures is the devaluation and hence inadequate rewarding of the contributions and 
importance of those who fail to seek or fail to achieve promotion in the career. 
Therefore when some men's career patterns of continuous service and regular 
promotion progress become the career model, women's interrupted careers are then 
"imperfect" in some way. She suggests to see events of changes in the organization of 
tasks and in job descriptions as opportunities for the creation of new structures, new 
career patterns and career expectations because processes of career structures and 
career actions are mutually reinforcing each other. 
2.3 Framework and Conceptualization 
This study records the strategies taken by the clerical workers as resistances to 
their relatively unfavorable working environments under the gender segregation of 
occupation. This is to see whether the strategy is differentiated by gender and other 
forms of category. If there is any, then, I shall try to report the characteristics of each 
strategy, and when possible, to trace for the underlying processes to the formation of 
such strategy. I also attempt to relate career concept with gender so as to make sense 
of the pattern of these strategies. Besides, this study tries to explore the way that the 
reproduction, and thus the production, of gender segregation of occupation are 
operated by the pattern of the strategies. 
2.3.1 Strategy as an Analytical Unit of Action 
To focus on the resistances taken by the agents does not mean a neglect of the 
structural analyses posed by the different schools to explain gender segregation. On 
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the contrary, the concept of strategy allows the actions of agents to be practised on 
top of these structural constraints. 
In this study, I examine the working strategies of the informants. The type of 
strategy is determined by the employment plan. In addition, the recent employment 
pattern, the actions that have been taken to realize the plan, and the possibility to the 
realization of the plan will be taken into consideration when deciding the type of 
working strategy. It is believed that the recent employment pattern and the actions 
that have been taken can confirm their intention. Moreover, the possibility of the plan 
highly influences their real actions. 
It is through an examination of these working strategies that the actors' 
subjectivities can be accounted for, and the variations among them can be made 
significant. Besides, since the actors' preferences and choices are made on top of the 
structures, it is hoped that the underlying social and material constraints and 
advantages which are faced by them can be uncovered. 
The working strategy is categorized into three types: (i) stable; (ii) horizontal 
mobility; and (iii) leaving clerical work. The stable working strategy is characterized 
by the high attachment to the present job, and that workers have no intention to 
change occupation or organization at the time being and in the near future. The 
horizontal mobility working strategy is characterized by the high attachment to the 
present occupation, but not the organization. Workers involved show continual self-
initiated job changing pattern. The strategy of leaving clerical work is distinguished 
from the other two strategies by the immediate intention of the workers to leave 
clerical work and join another occupation. We have to bear in mind that the working 
strategies are changing according to their shifts in life cycle stages and the amount and 
the type of accumulated experiences. However it has to wait for a period of time for 
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these changes to come. At the time of the interviews, the interviewees are certain of 
their ftiture plan and that their working strategies are clearly manifested. 
2.3.2 Career Concept as the Underlying Force 
In this thesis, I refer "career" to "series of choices and negotiation of 
constraints made by individuals in their work histories, including both paid and unpaid 
work", which is a revised concept adopted from Evetts (1992). 
As I have mentioned above, it is hoped that the subjectivities of the actors and 
the differences among them can be accounted for in terms of the different forms of 
resistance. It has long been argued that women emphasize more on family life and 
less on work (Chow, 1991; Goh, 1991; MaChung, 1989) although we also notice 
some variations among women from different classes and races. Women's attitude of 
this kind is either always been given a negative label that they should be responsible 
for their lower paid and status in the work domain (Polachek, 1981; Mertens et al., 
1995), or that they are the victims of the social processes which put them in a lower 
position (Chow, 1991; Marini & Brinton, 1984; Holland & Eisenhart, 1990; Valli, 
1986). However both reasonings ignore the valuation associated with women's work 
at large. It is hoped that through the examination of career concepts and comparisons 
between them can we give a fair picture of the career patterns of the actors, which are 
reflected by the working strategies of them. 
The reasoning of different strategies by career concept does not deny the 
possibility that structure plays a role since strategies and structures are constructed in 
a circular fashion (Wallace, 1993). As some feminists have argued, organizations 
themselves are gendered (Acker, 1990; Evetts, 1994), that means patriarchal force is 
built in the organizations. We have not yet explored how and where the devaluation 
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of certain type of career comes from. These institutions and systems of devaluation 
are in fact highly structural. However the structural factors are not the focus of this 
study, hence I will leave out this part in my study. 
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CHAPTER THREE 
THE OVERVBEW OF GENDER SEGREGATION OF WORK 
m HONG KONG 
This chapter captures the general picture of women's employment in Hong 
Kong by a secondary analysis of census data and some related studies. It is to 
delineate the gender segregation of work in Hong Kong. I illustrate that workers' 
labor force participation, their occupations and their rewards from work are 
differentiated by gender. This is the broaden context in which the clerical workers are 
situated, and about which my research problem is formulated. 
3.1 The Labor Force Participation of Women 
In order to obtain a macro picture of women's employment in Hong Kong, we 
can first take a look at the labor force participation rate of women over the years. 
Table 3.1: Labor Force Participation Rate by Gender, 1961-1996 (in percentage) 
Gender 
Year M F Difference 
1961 9 ^ 3 ^ 5 ^ 
1971 84.7 42.8 41.9 
1976 80.4 43.6 36.8 
1981 82.5 49.5 33.0 
1986 80.9 51.2 29.7 
1991 78.7 49.5 29.2 
1996 76.6 49.2 27.4 
Sources: Hong Kong 1976 By-Census: Main Report; Hong Kong 1981 Census: Main 
Report; Hong Kong 1991 Population Census: Main Tables; 1996 
Population By-Census: Summary Report. 
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It is generally believed that the labor force participation rate of women has 
been increasing. As shown in table 3.1, the rate has undergone a drastic increase from 
1961 (36.8%) to 1981 (49.5%). The beliefthat women's labor force participation rate 
has increased is not incorrect. However we often ignore the other side of the story. 
After reaching at about 50% in 1981, the rate has not increased significantly any 
more. On the contrary, it decreased to 49.2% in 1996, which was more or less the 
same as that in 1981. On the other hand, the labor force participation rate of men is 
keeping at a high value of about 80%, which is much higher than that of women. 
Although the difference between men and women is narrowing, the gap was kept at 
about 30% in these 15 years. Besides, the decrease in difference is largely due to the 
decrease in the rate of men itself. 
Let us look into the details of women's employment by breaking down the 
labor force participation rate by age group. Figure 3.1 shows that women in different 
age groups vary a lot in their labor force participation rate. The rate below the age of 
20 was continuously decreasing from 1981 to 1995, which is easy to understand since 
an increasingly high proportion of this age group is engaged in full time education. In 
1981, 1986, 1991 and 1995, women aged 20-29 had the highest rate of over 60%. It 
shows that young women in the age of 20s have the highest employment 
opportunities. After dropping below 60%, the rate fluctuates between 50% and 60% 
until the age group reaches 45-49. 
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Figure 3.1: Labor Force Participation Rate (LFPR) of women by age group aged 15 
and above, 1981, 1986, 1991, 1995 
LFPR(%) 
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Source: Hong Kong Annual Digest of Statistics, relevant years 
It is worth noted that there is a bimodal shape in 1981 and 1986. After 
reaching a low rate point in the age of 30s, it shows a little increase and then 
decreases again in the late 40s. This pattern can be explained by the life cycle of 
women. The sharp decrease can be accounted by the child rearing responsibility. 
When some of these women rejoin the labor force after their children have grown up, 
the rate shows a little increase. However this little increase has not exceeded 5%, 
indicating that many women do not re-enter the labor force after dropping out ofit. It 
may indicate that the employment opportunity of women is much lowered after the 
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age of30. Even worse, this bimodal shape is gradually disappearing. The polygon of 
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1995 does not even show any bimodal pattern. As shown in some studies (Chiu, Lai 
& Lee, 1996), economic restructuring has affected the employment opportunity of 
women who wish to re-enter the labor force, and its effect on women's employment 
opportunity is more significant than on men's. 
It is also important to note that the rate of women aged 50 or above is 
decelerating. On the one hand, the lower rate of this age group is obvious since it 
reaches the retirement age. On the other hand, the employment opportunity of 
women of this age group is getting worse. It may indicate the earlier retirement age 
of women in these 15 years. Moreover, if the second peak of the bimodal pattern is 
leveled oflfby economic restructuring, it is reasonable to believe that some women of 
the older age group are forced to leave the labor market earlier for the same reason. 
A study in Hong Kong shows that clerical work tends to employ young women who 
can work full time (HKAWW, 1992). If the future trend of women's occupation tends 
to be clerical work, it is pessimistic that the employment opportunity of older women 
would increase. 
3.2 Gender Segregation of Occupation 
It is commonly believed that women have a better status nowadays in Hong 
Kong. Women can get the same rewards as men when doing the same occupation. 
Besides, women can "go out" to work in the public domain and many of them can 
even work in some traditionally male-dominated occupations, such as doctors and 
engineers. Thus, gender discrimination in work and gender segregation of work are 
broken and gender equality is well achieved. 
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The above widely held belief is certainly problematic and has been criticized by 
many feminists. Firstly, the perception of a "breaking" of gender segregation of work 
is in reality, no more than some women getting into male-dominated occupations. 
The success of some women elites in getting into such occupations does not really 
indicate a breakdown of gender segregation. Many more women are still kept away 
from the opportunities of moving up the occupational hierarchy. But for those 
feminized occupations, men are often able to stay away from them and there are few 
examples of "breaking" of segregation in occupations mainly occupied by women 
(Marini 8c Brinton, 1984; Milkman & Townsley，1994). Secondly, gender segregation 
of work is not disappearing, rather, it is becoming more and more subtle. When 
women break the barrier in a male-dominated field, gender resegregation appears so 
that men are concentrated in some subspecialties and women in others (Dex, 1985; 
Milkman & Townsley, 1994; Walby, 1988). Such gender segregation and gender 
resegregation of work seem to operate infinitely. Even if some women can enter the 
male-dominated work, they are often treated as tokens rather than a working pattern 
of equal status (Kanter, 1977). Thirdly, and most importantly, the feminization of an 
occupation does not necessarily lead to gender equality in work. Examples can be 
drawn from American public school teachers, sales workers, bank tellers，secretaries 
and clerks (Kanter, 1977; Kemp, 1994; Pringle, 1988; Strober, 1984). After the 
feminization of an occupation, the status and pay of the workers do not seem to have 
increased. On the contrary, with the increasing proportion of women workers in an 
originally male-dominated occupation, the status, reward and even the promotion 
prospect of the occupation will be lowered (Dex, 1985; Grimm, 1978; Kemp, 1994; 
Leung, 1995; Milkman & Townsley, 1994; Strober, 1984; Wong, 1995). Resulting 
from these changes, the occupation will then be considered more suitable for women. 
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3.2.1 General Overview 
Table 3.2: Working Population by Occupation and Gender, 1961-1986 (percentages 
of men and women in the specific occupational category) 
Year 
Occupation Gender 1961 1971 1976 1981 1986" 
Professional, technical and related workers M 64.5 55.6 58.6 62.2 56.7 
F 35.5 44.4 41.4 37.8 43.3 
Administrative and managerial workers M 93.4 91.8 90.8 86.1 83.1 
F 6.6 8.2 9.2 13.9 16.9 
Clerical and related workers M 84.0 68.0 57.8 47.2 41.4 
F 16.0 32.0 42.2 52.8 58.6 
Sales workers M 82.0 78.0 76.4 72.7 69.1 
F 18.0 22.0 23.6 27.3 30.9 
Service workers M 54.0 65.6 66.3 65.8 62.7 
F 46.0 34.4 33.7 34.2 37.3 
Agricultural workers and fisherfolk M 64.0 64.8 68.0 67.7 65.2 
F 36.0 35.2 32.0 32.3 34.8 
Production and related workers, transport M 72.0 65.5 63.0 65.6 66.6 
equipment operators and labourers F 28.0 34.5 37.0 34.5 33.4 
Armed forces and unclassifiable M 89.7 64.5 64.1 74.2 89.7 
F 10.3 35.5 35.9 25.8 11.6 
Total M 71.3 66.3 65.0 64.5 62.4 
F 28.7 33.7 35.0 35.5 37.6 
Sources: Percentages calculated from Hong Kong Annual Digest of Statistics, various 
years. 
Table 3.2 shows the percentages of men and women engaged in the specific 
occupational category from 1961 to 1986. As we can see, men are continuously 
dominating the high paid and high status occupations. For instance, from 1961 to 
1986, men are over-represented in the occupational category of administrative 
workers. In the category of professional, women are over-represented. However this 
does not mean that women can dominate the high paid and high status occupations. 
We should be very careful in handling the category of "professional". Since there are 
only eight broad occupational categories, each category includes some very different 
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occupations with different work natures. Here, "professional" includes some female-
typed jobs such as nurses and midwives, kindergarten, primary and secondary school 
teachers which are usually getting lower pay and having lower status than other 
"professional" such as medical doctors and teaching staff in tertiary education 
institutions. 
Table 3.3: Working Population by Occupation and Gender, 1991-1996 (percentages 
of men and women in the specific occupational category) 
Year 
Occupation Gender 1991 1996 
Managers and administrators M 79.8 76.6 
F 20.2 23.4 
Professionals M 69.0 66.1 
F 31.0 34.0 
Associate professionals M 58.6 54.6 
F 41.4 45.4 
Clerks M 31.4 30.3 
F 68.6 69.7 
Service workers and shop sales workers M 64.2 61.0 
F 35.8 39.0 
Craft and related workers M 88.5 87.9 
F 11.5 12.1 
Plant machine operators and assemblers M 64.2 81.5 
F 35.8 18.5 
Elementary occupations M 55.7 49.6 
F 44.3 50.4 
Others M 74.1 73.2 
F 25.9 26.8 
Total M 62.1 60.2 
F 37^ 39.8 
Sources: Percentages calculated from Hong Kong 1991 Population Census: Main 
Tables; 1996 census data 
The percentages of men and women in the specific occupational category of 
1991 and 1996 are shown in table 3.3. Since the occupations of 1991 census are 
classified by a new coding method (ISCO-88) which is based on a different classifying 
criterion of occupations, it is not comparable to the occupational classification (ISCO-
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68) adopted in earlier censusesV Therefore, I list this table separately from the 
previous one. As we can see, when some of the above mentioned female-typed jobs 
are classified into a new category, associate professionals, the category of 
professionals is over-represented by men. Although not really detailed enough to 
allow for a more rigorous discussion, we can grasp a comparatively real picture of 
gender segregation of occupation. 
From this more recent classification, we can find out that besides 
professionals, men are also over-represented in managers and administrators, craft 
workers, and plant and machine operators and assemblers. It is worth noted that the 
proportion of men in the occupation of plant and machine operators and assemblers 
increased significantly from 64.2% in 1991 to 81.5% in 1996. We know that Hong 
Kong is undergoing economic restructuring and the number of workers engaged in 
some secondary industry is decreasing, for example, the manufacturing industry. It is 
difficult to single out the group of workers who has been displaced in economic 
restructuring. However by comparing the figures of the 1991 census and those of the 
1996 by-census, the working population engaged in the manufacturing industry 
decreased by 25.2%. Among the different occupations in the manufacturing industry, 
plant and machine operators and assemblers reduced most sharply from 1991 to 1996 
by 60.0%. Besides, plant and machine operators and assemblers have got the highest 
proportion of working population in the manufacturing industry. Thus it is reasonable 
to believe that the group of workers who have been displaced in economic 
restructuring is originally located in the occupation of plant and machine operators 
� S e e Education and Manpower Branch, Government Secretariat. Manpower 2001 Revisited: A 
Revised Projection of Manpower Supply and Requirements for 200], and Census and Statistics 
Department. Hong Kong 1991 Population Census: Main Tables for the differences and 
compatabilities. 
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and assemblers. With the shrinking of this occupational group, the proportion of men 
has increased unexpectedly from 64.2% to 81.5%, it is evident that women are more 
vulnerable so they are first displaced when the economic condition does not favor 
employment. This suggests that the increased labor force participation rate of women 
over the years does not necessarily mean equal employment opportunities and gender 
equality in work. The more subtle gender discrimination occurs in the gender 
segregation of work. 
To assess the gender segregation of work, perhaps the next procedure is to 
obtain a figure to show an overall picture of the degree of segregation. As suggested 
by Chan & Ng (1994)，we can calculate the index of occupational segregation which 
is given as: 
i . s . = f c ^ 
2 
where Xi 二 percentage of male in the 产 occupation 
Yi = percentage of female in the 产 occupation 
Table 3.4 displays the index of occupational segregation from 1976 to 1996. 
The calculation is done on the basis of the major occupational categories. Since the 
classification of occupations was changed in 1991, we can hardly get a strict 
comparison here. However, with this index, we would only under-estimate but never 
over-estimate any kind of occupational segregation. The previous classification 
system of 1976, 1981 and 1986 tells us that the degree of occupational segregation 
has been increasing. There were at least 9.1%, 9.9% and 15.1% of female and male 
have to exchange their occupations so as to eliminate all the occupational segregation 
in 1976, 1981 and 1986 respectively. With another classification system, at least 
27.3% and 32.1% female and male had to do so in order to have a balance in 1991 
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and 1996. As argued by Chan & Ng (1994), a more detailed sub-grouping of 
occupations can show a higher degree of segregation. Table 3.4 also shows the index 
obtained by the sub-groups of occupations. From the above two calculations, it is 
reasonable to believe that the situation of gender segregation of work has not been 
improved. 
Table 3.4: Index ofSegregation，1976-1996 
Year 
1976 1981 1986 1991 1996— 
Index of Segregation (main groups) 9.1 9.9 15.1 27.3 32.1 
no. of occupational main groups 8 8 8 9 9 
Index ofSegregation (sub-groups) ^ 3 ^ 4 ^ ^ 39.8 
no. of occupational sub-groups 59 55 78 30 30 
Source: Index of Segregation are calculated from Hong Kong 1976 By-Census: Main 
Report; Hong Kong 1981 Census: Main Report; Hong Kong 1986 By-
Census: Main Report, Hong Kong 1991 Population Census: Main Tahles\ 
1996 by-census data 
3.2.2 Gender Segregation ofClerical Work 
Referring back to table 3.2, we can notice the gender distribution of one 
occupational group has undergone a very dramatic change from the 60s to the 70s. 
Women constitute only 16.0% of the group of clerical and related work in 1961, but 
this percentage goes up to more than half (52.8%) in 1981. Only in 20 years' time 
does this group undergo a rapid feminization. In 1986, the percentage even reached 
58.6%. After the regrouping of occupational groups, the 1991 census uses a more 
reasonable definition of clerks�. From table 3.3, we can notice that clerk becomes 
2 In the former ISCO-68, the categoty of clerical and related workers includes many broad 
occupational types. Some of them can hardly be called clerks in our evetyday understanding, e.g., 
government executive officials, feny ticket collectors and rail guards. After regrouping, tlie new 
ISCO-88 stresses more on the skill levels and the specialties of different occupations. And its 
definition of clerks is more reasonable. 
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female-dominated in the 90s. Figures from 1991 and 1996 show 68.6% and 69.7% of 
women work as clerks respectively. 
Table 3.5: Occupational Distribution for Male and Female, 1961-1986 (in percentage) 
Year 
i ^ 1 ^ I m T^ 1^ 
Occupation M F M F M F M F M F 
Professional 4^ M 43 TO 4^ M sJ~~M~~T6~"~^ 
Administrative 4.3 0.8 3.3 0.6 2.9 0.5 3.6 1.0 4.8 1.6 
Clerical 6.9 3.3 8.4 8.1 8.3 11.3 8.9 18.2 9.7 22.7 
Sales 15.7 8.6 12.3 7.1 13.1 7.5 11.6 7.9 13.0 9.6 
Service 11.4 24.3 14.5 15.5 14.9 14.0 15.9 15.0 16.3 16.1 
Agricultural 6.6 9.2 3.7 4.1 2.7 2.4 2.2 1.9 2.0 1.8 
Production 49.4 47.2 51.0 54.8 50.2 54.8 51.2 49.0 46.2 38.4 
Others 1.4 0.4 2.5 2.8 3.1 3.2 0.8 0.5 0.5 0.1 
Total 100.3 100.1 100.0 100.0 100.0 100.0 100.0 99.9 100.1 99.9 
Sources: Percentages calculated from Hong Kong Annual Digest of Statistics, various years. 
Table 3.6: Occupational Distribution for Male and Female, 1991-1996 (in percentage) 
Year 
1991 Y^e 
Occupation M F M F 
Managers and administrators 11.8 4.9 15.4 7.1 
Professionals 4.1 3.0 5.5 4.3 
Associate professionals 9.7 11.3 11.0 13.9 
Clerks 8.0 28.8 8.5 29.5 
Service workers and shop sales workers 13.7 12.5 14.0 13.5 
Craft and related workers 20.9 4 4 17.9 3.7 
Plant machine operators and assemblers 13.9 12.7 11.6 4.0 
Elementary occupations 16.6 21.7 15.3 23.5 
Others 1.2 0.7 0.9 0.5 
Total 99.9 100.0 100.1 100.0 
Sources: Percentages calculated from Hong Kong 1991 Population Census: Main Tables; 
1996 by-census data 
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Table 3.5 and 3.6 use another display method to show the occupational 
distribution. It shows the respective percentages of women and men engaged in 
different occupations. Roughly comparing, we observe that only 3.3% of women 
worked as clerical and related work in 1961 to 29.5% of women worked as clerks in 
1996. The percentage of women engage in this occupation has increased by 9 times. 
During the same period, the percentage of men engaged in the same occupation 
fluctuated between the small interval of 7% and 10%. This occupation changes from 
an unpopular occupational choice of women to the most commonly chosen one. That 
is to say, about 30% of Hong Kong working women are clerks, and no other 
occupation is more popular than this one among women at the present moment. 
It is often said that the nature of clerical work suits the stereotype of women 
because the work is to provide care and support; therefore women are being placed at 
clerical work. If we inspect carefully table 3.2 and 3.3 again, we will find that such 
argument is not convincing. Clerical work is somewhat different from other female-
dominated occupations such as nurses or kindergarten teachers because this 
occupation is originally dominated by men. If this job had been considered more 
suitable for men before, its feminization should not relate to the reason of female 
stereotyping. The nature of work should not be the reason to its present female 
domination. Moreover, clerical work was not the commonly chosen occupation of 
women before. From table 3.5, the most commonly chosen occupation of women in 
the early years of 60s and 70s are production and related work, and service work. 
Therefore the female stereotyping argument is further refuted. 
From the readily available census data, we can only inspect the degree of 
gender segregation of occupation. However this information may not help us to 
understand the detailed segregation phenomenon. Some studies remind us that there 
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is gender resegregation of occupation beside gender segregation (Dex, 1985; Milkman 
& Townsley, 1994). This means that men and women are located at different 
subspecialties within the same occupation. If we want to see if this really happens，we 
can do it by two methods. The first one is to inspect the sub-groups of clerks and find 
out the index of segregation by these sub-groups. However I find the number of sub-
groups too small to proceed this exercise meaningfully. The second one is to compile 
the index of segregation by the different industries of clerical work. Unfortunately, 
the statistics on "working population by occupational groups by industry by sex" are 
not available from the recent publications from the Census and Statistics Department. 
3.3 Men's Income, Women's Income 
Some feminists argue that men and women usually receive different amount of 
monetary rewards from work. The value of women's salary is usually lower than the 
value of men's. However the difference exists mainly not because of other structural 
factors but gender (Milkman & Townsley, 1994). In this section, I try to examine 
whether gender is prevailing in explaining the difference in monetary rewards from 
work. 
3.3.1 Change in Monetary Reward following the Feminization of Clerical Work 
What are the consequences which affect the workers following the 
feminization of clerical work? Many scholars point out that although the feminization 
of a specific occupation would increase the labor force participation rate of women, 
the status, material reward and the career prospect of this occupation may not be 
advantageous to women. On the contrary, feminization of an occupation may lead to 
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the lowering of the status, material reward and the career prospect of the occupation 
(Dex，1985; Grimm, 1978; Kemp, 1994; Leung, 1995; Milkman & Townsley, 1994; 
Strober, 1984; Wong, 1995). 
Table 3.7: Comparison of Median Monthly Income* between Clerks** and the 
Working Population 
Year 
Gender 1976 1981 1986 1991 1996_ 
Median income ofpopulation ($) ^ 1^~~25^~~~5m~~9500 
Median income ofclerk ($) 928 1706 2932 5486 9225 
Percentage difference in median income +25.7 +12.5 +14.0 +6.1 -2.9 
Percentage offemales in clerk 42.2 52.8 58.6 68.6 69.7 
*Median Income are calculated from grouped data without counting the unpaid family 
workers. 
**Including those grouped under "clerical and related workers" before 1991. 
Sources: Hong Kong 1981 Census: Main Report; Hong Kong 1986 By-Census: Main 
Report; Hong Kong By-Census 1976: Main Report; 1996 Population By-
Census: Summary Report 
In order to get an idea on how the material reward differs following the 
feminization of clerical work, I compare the median monthly income between clerks 
and the working population. Table 3.7 shows how the median monthly income of 
clerks differs from the median monthly income of the working population, and how 
this difference changes with increasing percentages of women participating in the 
clerical work force. We notice that with increasing percentages of women work as 
clerks, the difference between the median monthly income of clerk and that of 
population decreases. Thus, one can hardly believe that the feminization of an 
occupation, or an increase in the labor force participation of women would improve 
the working conditions of women, or simply higher labor force participation rate of 
women would mean gender equality. 
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3.3.2 Different Rewards from the Same Occnpaiion 
We have seen that the feminization of an occupation or the gender segregation 
of an occupation would lead to the lowering of monetary reward of the female-
dominated occupation. What happens if men and women are in the same occupation? 
Will they receive equal salary or have equal hierarchical positions when we believe 
that Hong Kong has achieved "equal pay for equal work"? We can evaluate this view 
by using clerical work as an example. 
Figure 3.2: Monthly Income (grouped data) from Main Employment of Clerks, 1996 
(in percentage) 
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Source: 1996 by-census data 
Figure 3.2 shows a very interesting phenomenon. This is the distribution of 
monthly income of clerks by gender. Below the median of the whole population of 
clerical work, the percentage of women is higher than that of men. Then at the 
income just a little bit higher than the overall median, the pattern is reversed. That is 
to say, although men only constitute a minor portion (30.3%) of the occupation, they 
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receive higher remunerations. It may be argued that the cause to this phenomenon is 
the difference between the educational level between male and female. Figure 3.3 
illustrates that female and male possess similar educational level, with women more 
concentrated in the upper secondary level. Percentages of men are higher than that of 
women in lower or higher educational levels. Therefore men do not possess extra 
high educational credentials than women, and the higher remunerations is not due to 
higher educational level. 
Figure 3.3: Educational Level of Clerks, 1996 (in percentage) 
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When we inspect the median monthly income from 1976 to 1996 in table 3.8, 
we can find out that the median monthly income of male clerks are always higher than 
that of female clerks. That is to say, the different remunerations from the same 
occupation does not happen by chance. Women are systematically receiving lower 
monetary reward. 
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Table 3.8: Median Monthly Income* of Clerks** from Main Employment by Gender, 
1961-1996 
Year 
Gender — 1976 1981 1986 1991 1996 
M 1 ^ I^TI 3 ^ 5 ^ 1 9 ^ 
F 813 1523 2713 5352 9048 
Overall 928 H ^ 2 9 ^ 5 ^ 9225 
*Median Income are calculated from grouped data without counting the unpaid family 
workers. 
**Including those grouped under "clerical and related workers" before 1991. 
Sources: Hong Kong 1981 Census: Main Report; Hong Kong 1986 By-Census: Main 
Report; Hong Kong By-Census 1976: Main Report; 1996 by-census data 
The difference in monetary reward is not difficult to explain. This may be due 
to the difference in hierarchical levels of male and female clerks, with male clerks 
concentrating in the higher hierarchical levels. However we cannot prove it since the 
present available data do not allow us to do so. The second explanation can be 
accounted by the gender resegregation of clerical work as we have discussed it in the 
above section. 
3.4 A Concluding Remark 
In the above discussion, I have not looked into vertical segregation and 
horizontal segregation as some studies have done (Chan & Ng, 1994; Cockburn, 
1988; Walby, 1988). It is because I find them non-separable. They co-exist. 
Horizontal segregation does not only mean different occupations. It also means 
occupations with ordered statuses and rewards, which is also a kind of vertical 
segregation. 
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To make sense of why women are always engaging in this kind of unequal 
segregation of work, we need to take an empathic view to their positions. It is not to 
say that they are asking for a relatively unfavorable occupation, but their constraints 




ENTERING INTO THE CLERICAL WORK FORCE 
This chapter is to look at the main constraints and vantages faced by the 
entrants of the clerical work force. I summarize them by educational credentials, 
double burden and convenient choice. This summary neither aims at exhausting all 
the constraints encountered by the informants, nor targets at the construction of 
typologies. My intention is to highlight the pattern of constraints. 
Although examining the reasons for entering into the clerical work force is not 
the main focus of this study, I still want to state some major points relevant to our 
discussion in the following chapters. Since clerical work is a kind of "dead-end" 
(Kanter, 1977) and the lowest rank non-manual job, it is neither the most attractive 
nor the most undesirable work in the labor market. Some Marxist studies argue that 
it is becoming factory-like because of routinization and deskilling. Therefore workers 
involved are undergoing proletarianization (Braverman, 1974; Crompton & Gareth， 
1984; Glenn & Feldberg, 1979). This is the macro structural constraint they are 
facing. Nevertheless, if the workers do not possess the relevant educational 
credentials, they cannot find this relatively "comfortable" non-manual job. Thus 
people who are relatively advantageous in the labor market and who also encounter a 
certain kind of constraints which hinders them from an immediate career development 
enter the clerical work force. In order to capture their constraints and vantages, I 
examine the actors' own considerations when choosing this occupation. 
4.1 Educational Credentials 
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Most entrants of clerical work in Hong Kong do not hold especially high 
educational credentials. In 1996, there were 88.83%^ male clerks and 90.18% female 
clerks attaining matriculation level education or below. In fact, most of them finished 
up to Form five. 57.01% male clerks and 64.88% female clerks in 1996 had Form 
Five level, which constituted 62.49% of the whole occupation. 
The pattern of educational level of my informants is similar to the overall 
situation. All except one of the clerical workers whom I meet are secondary school 
leavers^. Among the twenty-six informants, nineteen of them have finished Form Five 
full time studies, five of them have finished Form Seven full time studies, one has 
completed senior secondary school in evening school, and the other one has 
completed junior secondary school in evening school. Except three of the informants 
who have finished one-year full time commercial classes after Form Five, none of 
them possesses higher educational credentials when they start work. 
4.1.1 Constraints 
When secondary school students leave school, there are indeed very limited 
choice of job for them. Needless to say, their educational credential is not high 
enough for them to get a very rewarding job. In fact, many jobs which seem to be 
opened for all secondary school graduates are not accessible to them. Most of thejob 
requirements include working experiences and special skills which they usually lack. 
For instance, Siu-ling encounters difficulties when she has just finished Form Five. 
Interviewer : Did you try other jobs which offer you better working 
conditions at the time when you graduated, for example, 
assistant merchandiser, sales or personnel assistant? 
1 Source: 1996 by-census data. 
2 Only Lai-dan leaves full-time education after finishing primary school. She manages to finish F.3 
in evening school. 
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Siu-ling : I have thought of that before. But I am not sure whether it is 
the problem of the time when I find jobs. When I read the 
newspaper, it requires at least two years' experience even for 
the post of assistant merchandiser. I cannot find those you 
mention, those do not require any experience, or those which 
leam from the beginning. I think I would also try if I saw 
these. 
(Siu-ling, F, S, 20, p.9)^ 
Fiona has similar experience. Although she differs from Siu-ling that she has 
tried to apply for otherjobs，she is not successful. 
"I had considered other kinds ofjobs when I began to work. I did not limit my 
choices to one kind ofjob. In fact, I applied for different jobs. When one job 
gave me the offer, I just accepted it. That's why my firstjob is a clerk." 
(Fiona, F, M, 25, p.4) 
Even 25 years ago, a women secondary school graduate had no better choices 
either. This is quite interesting since we often think that people with secondary 
education background in the past were scarce, so that their chances should be better. 
"My own standard is up to Form five. No otherjob suits me. I don't want to 
work shift duty or outdoor. The chance for clerks to work shift duties is 
little." (Mei-wah, F, M, 44, p.5) 
Some of the secondary school leavers feel the pressure of limited choices. 
With no other better alternatives, they decide to go back to school so as to postpone 
the time of joining the labor market. However they are not eligible for matriculation 
or other tertiary institutions. Therefore they go to commercial schools. Joyce and 
Eleanor found themselves too young to start work. They would rather study one 
more year in the commercial school after completing Form Five. 
3 Quotations from Chinese transcripts are presented in this thesis. Information of the interviewee 
and the transcript is given in bracket after each quotation: the pseudonym of the interviewee, the sex, 
the marital status and age of the interviewee, and the page number(s) of tlie transcript in which tlie 
same expression in Chinese can be found. Marital status "M" means "married", and "S" means 
"single". The quotation •_..." denotes a pause in the speech, while ••[...]•• represents an omitted short 
passage, and "(...)" gives the explanation of the speech or the omitted meaning of the speech. 
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"When I finished Form Five, I would like to work rather than study. At first, I 
wanted to work in the hotel, therefore I went to the training school of hotel. 
But they said that I was too young. At that time, I was only seventeen. Then I 
thought that I can go directly to work in the hotel without receiving training. 
But the hotel manager also said that I was too young to work there [...] After 
trying all these, others told me that it is better to study in the commercial 
school because I was still young. Then I went to the commercial school for 
one year and after that I looked for jobs relating to my studies." (Joyce, F, 
S, 20, pp.6-7) 
"I didn't want to work so early after completing Form Five. I still want to 
study. Besides, I want to leam something specific, so I study a secretarial 
course."(Eleanor, F, S, 23, p.3) 
The major constraints of secondary school leavers are limited educational 
credentials, lack of working experiences and special skills. Some of them try to 
enhance their qualifications by increasing their educational credentials and learning 
special skills in order to maximize their chances of finding a job. However most of 
them do not receive special training before entering into the labor market. These are 
their main hurdles in getting a relatively better paid and non dead-endjob. 
4.L2 A Way to Enhance Socio-Economic Status 
With a secondary school standard, these graduates are looking for non-manual 
work. Eleven of my informants told me that they choose clerical work because they 
do not want outdoor work or shift duties, that is，they want stable working time. This 
means that their targets are confined to choices between indoor and outdoor, stable 
working time and shift duties. If they do not work as clerical workers, they may have 
to work as "semi-manual" workers such as boutique sales. 
Many of these secondary school leavers experience a certain degree of 
intergenerational upward socio-economic mobility when they enter into the labor 
market as clerical workers. I ask for the informants' subjective interpretations on 
their changes in social status when compared with their parents. Then I ask their 
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reasons for accounting for any change in social status. Most of my informants tell me 
that their parents are manual workers. Their parents do not receive much education. 
It is already a kind of improvement when they can receive secondary school education 
and participate in non-manual work. Besides, their parents' economic conditions 
were worse in the past than theirs now. Their parents' concern in life is to maintain 
basic livelihood and to worry about daily necessities, but their own concern in life is to 
improve the quality of life. Thus, both their social statuses and economic conditions 
are better than their parents. We can notice this change from the accounts of Carol 
and Pui-aun. 
"They (my parents) have never received any education, and they get married 
without knowing each other. They were bora in the Mainland, and they were 
so poor. It's certainly different from me now, at least I can study and my 
living is OK [...] (My work gives me) higher status? Yes, is it comparing 
with my mammy? [...] My work, my social life, and my cultural level has 
been improved."(Carol, F, S, 24, pp. 6-7) 
"It's certain that the work of my father and mother are more toilsome. They 
have received less education so they can only work as technical and 
maintenance workers, while mine is different in that it's a comfortable indoor 
work [...] (My work) belongs to white-collar. It's different from the 
grassroots [...] IfI say that I am a clerk in a factory, others would think that I 
belong to the grassroots. But I say I work as a clerk in the community center, 
others just accept me." (Pui-aun, F, S, 34, pp.23-24) 
Besides their own qualifications, the workers' own occupation also enhance 
their social statuses. Lai-dan was a factory worker. She has become a clerical worker 
for a few years. She experiences the difference in social status after she has changed 
from a factory worker to a clerk. 
"I think so (others respect me more). First of all, others do not call me 'female 
worker'. In general, if others don't consider you as clerical worker, they 
consider you as 'female worker'. It is similar to my previous job in the 
warehouse. My job is clerical in nature. Others would say, 'just let those 
female workers do it!, It is like this. The title and the status are different [...] 
And about the family members... Maybe they think that I have been doing 
factory work for so many years. Now I should be more comfortable. In the 
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past, I had to carry things, and my work was tough." (Lai-dan, F, S, 46, 
p.lO) 
We can notice that one should possess a certain level of educational 
background in order to find a non-manual job. Therefore working as a clerical 
worker indicates certain vantages in the labor market. Thus despite facing some kinds 
of constraints, the clerical workers are not the most vulnerable group in the labor 
market. From the accounts of my informants，this occupation enhances the workers' 
statuses, too. Although the monetary reward of clerical work has been decreasing as 
compared to the whole population, which is already shown in Chapter Three, clerical 
workers are still situated in the mass of the lower middle class. Their 
intergenerational socio-economic status has been enhanced. However on the other 
respect，it is difficult to foresee any further upward mobility through their 
involvements in their present occupation. 
4.1.3 Part-TimeStudies 
Some of these secondary school level clerical workers notice their own 
difficulties in finding a better off job in the labor market. Therefore they try to 
improve their competitiveness by going to the part-time commercial classes. Since 
most of them do not get access to the universities and tertiary institutions, part-time 
commercial class training becomes one of the major methods to increase their 
educational credentials. 
Sixteen of my informants have been engaged in language, computer or 
commercial classes (as shown in Appendix A). Some of them study because of their 
current job requirements. Others want to increase their own qualifications and look 
for opportunities to fmd a better working environment. 
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"(I leam Chinese typing) because I like computer. Besides, it's very difficult 
to do the clerical work ifI don't know computer [...] If I don't leam, I am not 
able to handle many tasks because the most important task is typing." 
(Ivy, F, M, 36, pp.28-29) 
"I don't know (whether I have chances of promotion), but I hope so. That's 
why I will study a one-year diploma course. I hope to improve myself to a 
higher level [...] I think the chance (of changing to another goodjob) will not 
be poor because I will take time to study the diploma course. Besides, many 
administrative jobs need experienced people. I have ten years of 
administrative experience, therefore I have enough qualifications." (Jacqueline, 
F, M,36, pp. 18, 20) 
Ivy learns Chinese typing in order to secure her employment. In fact, she is 
fresh in clerical work. Her former job was that of garment machinist. After she has 
finished secondary school, she has worked in different factories. Because of 
economic restructuring and a serious illness, she has stopped working as a factory 
worker. She is a clerk in an electronics firm now. She needs to know typing and 
some general clerical work which she has not come across after she has finished her 
secondary school. 
Jacqueline has been continuously taking different commercial, office 
administrative, computer, language and supervisory courses. She has changed jobs 
several times to increase her rewards from work. Although she is 36 now, she is still 
looking for opportunities to change to another company which can give her better 
offer, hence she is going to study an administration diploma to equip herself with 
better office administration qualifications. 
Albeit different people have different purposes for their part-time studies, it is 
important to make out the underlying reason. The clerical workers do have 
aspirations on their career and job. They are willing to spend the time and effort to 
improving their working conditions by increasing their qualifications. Some are 
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willing to study because they want to do the job well, in addition to securing their 
own employment. 
4.2 Double Burden 
Besides "dead-end", some clerical jobs are also characterized by "free" and 
stable. This kind of clerical work is usually in the middle or low grades. I observe 
that such characteristics are more prevailing in public sectors. It is "free" in the sense 
that workers only need to work in their offices. After they have left their offices, they 
usually do not have to bring their work home，or they do not have to think of their 
work. When they leave, they just "leave" everything behind. Moreover, most of 
these clerical workers' working time is stable. Even though sometimes they have to 
work overtime, this is unusual. Most of them can leave their offices in time. 
Obviously, as I have mentioned in Chapter One, my data would systematically exclude 
the busy workers because they are too busy to take time off for an interview. Yet 
these busy workers usually work as secretaries and not general clerks. Although it is 
difficult to give a general overview of the actual working time of different kinds of 
clerical worker, my informants do show that many clerks experience less demand on 
working time in clerical work. 
Rowena was a Customer Services Officer of a bank. At the time of her 
employment in the bank, she started her studies in the Open Learning Institute. 
However she could not afford the time of studies because a Customer Services 
Officer was always required to work overtime and to involve wholeheartedly in work. 
She changes herjob and becomes a government Clerical Officer so that she can make 
use of its "free" and stable characteristics to concentrate on her studies. She is now in 
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her second year of study, and she tells me that she can probably finish her Bachelor's 
degree by the end of the third year. If she does not change job, it would not be 
possible for her to continue her studies in this way. 
Studies on women and work often demonstrate that married women spend 
more time on household responsibility than married men, and employed women do 
not receive relief from housework (Milkman & Townsley，1994; Shelton, 1992). 
Local researches also show that housework, child care and elderly care remain the 
responsibility of women and wives. Many of the working mothers face tension 
between home care and paid work. Some of them endure double burden, while others 
resort to part-time work or even out-work (BGCAHK, 1984; Guo et. al, 1990; 
HKAWW, 1992). 
Hence the characteristics of "free" and stable of clerical work are welcomed by 
some married women. Since their main role is caring for their families, they have to 
give all their time to their families. They cannot afford jobs that require total 
involvement. Because of this, they have to keep their sphere of work and sphere of 
home separated. 
Anna has been an executive secretary some years ago. After her two sons 
began school, her husband asked her to leave her full-time work so as to look after 
the two children. At the beginning, she tried the work of an insurance agent. 
However she found the work unsuitable for her since it required unstable working 
time and total involvement. After working for nine months, she turned to a temporary 
clerk in her former company. 
"(My interest was not in the job) because I have to go home, for example to 
hurry to take them (my sons) off from school, to buy food, to cook. Although 
I don't need to do housework, I still have to buy food and cook. I have to 
bring them to ride bicycle or to play football, or to bring them to play in the 
aftemoon. My time is used in this way. Therefore I have little time left for 
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myself during the school semesters. At first (when I started my job as an 
insurance agent), my work is good because many of my past colleagues buy 
insurance through me. However I have too little time for myself. My 
colleagues tell me, 'You cannot be like this. When others go to happy hour, 
you go to buy food; when others go out to have dinner, you hurry back home 
for dinner.' He says it is not possible. Then I find it really difficult after 
working for a few months...the time is not enough [...] I think that how much 
you work, how much you get. I cannot afford it [...] The time is good (for the 
currentjob of temporary clerk), but the money is too little. But I will not go to 
find anotherjob on purpose. It is because if you start to find ajob, you have 
to prepare yourself for the time and commitment. But I am still not prepared 
for that." (Anna, F, M, 35, pp.7-8) 
Permanent clerical workers who are married women also experience such 
problem. Brenda and Jacqueline both work in the same air cargo firm. However they 
work in two different departments and they do not know each other. Brenda changes 
from another department that requires shifting duties to the present department that 
allows for stable working hours after marriage. Jacqueline does not consider a job 
that requires working overtime or shifting. Mei-wah works in the government. She 
does not consider asking for promotion from Clerical Officer I to Senior Clerical 
Officer because she has to go home right after the office hour. 
"I used to work in another department which required shifting. I changed to 
this department only after my marriage since the time was more stable so that 
I could match the time of my husband. If my working time was not stable and 
I could not match him, no one would be able to take care of the family." 
(Brenda, F, M, 27, p. 4) 
"(I don't apply for promotion to Senior Clerical Officer) because it carries 
more responsibilities. You must do supervision, and the working time ought 
to be flexible. It will not be like the present stable working time [...] This (the 
time should be stable for the sake of the family) is the most important reason. 
In addition, I can get leave very easily. Working as a Clerical Officer, you 
only need to inform them (the supervisors) earlier and they would allow you to 
take leave." (Mei-wah, F, M, 44, pp.26, 29-30) 
To many married women, clerical work is a sensible choice. Because of the 
"double burden" of these women, they encounter many constraints in choosing their 
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occupations freely and according to their own will. They have to look for those jobs 
with requirements not contradicting the roles of mother and housewife. 
Of course, some other clerical jobs require total involvement and 
concentration of the workers. Actually some of the clerical workers I have met are 
enthusiastic about their work. Some others even need to work overtime constantly so 
that our interview meetings have been repeatedly postponed. In fact, there are many 
variations in the content of work and the requirement of involvement among different 
kinds of clerical work. However amongst different clerical jobs, it is still easy to fmd 
one that requires less responsibility. 
It is important to understand that many of these married women go to work 
because they need to earn for a living. They do not only work for pin-money or to 
pass time. Mei-wah and Jacqueline give impressive accounts on how they respond to 
the unpleasant working environment. 
"Salary is very important for me... In my 20 years' time in the government, I 
was in the most unhappy period when I worked in the hospital. I even didn't 
want to go to work when I got up. If I had money at that time, I would not 
work. But this sum of money was too important for me, so I tolerated. When 
I began to work in the hospital, the working environment was very bad and 
very dirty. There was only one desk, so all the things were circling around 
your 10 square feet working place. There were beggars outside the hospital, 
so the environment made me feel bad [...] Besides, I had to supervise 10 to 20 
Clerical Officers and Clerical Assistants. They had many conflicts with the 
patients. My supervisor required me to ask them to be polite. Then I had 
conflicts with them because I was the go-between. So I was unhappy on the 
relationship with colleagues. I will never forget these two depressing years. 
Every moming I had pressure to work, but I had no other choice. If I dicki't do 
it, I would lose this ten thousand something which was so important for me six 
years ago. If I didn't need this money, I would resign [...] Others say that 
'women only work for pin-money, after marriage. But I really need the money 
to help my family." (Mei-wah, F, M, 44, pp.23-24) 
Interviewer : Are you satisfied with the current salary and benefits? 
Jacqueline : OK. But... 
Interviewer : Is it reasonable? 
Jacqueline : What I do is not reasonable because I have to do a lot of 
work. But I have no other choice. Can I eat nothing? Even if 
I don't eat, my daughter still has to eat! 
60 
[…] 
Interviewer : Do you think that your salary is important to you and your 
family? 
Jacqueline : Sure, because it is a part of the family income. 
(Jacqueline, F, M, 36, pp.16-17) 
I see job choice as one of the important indicators of gender equality in the 
family. Women do not have equal chances to develop their career in the workplace. 
On the one hand, they have to take care of their families. Even if they are at work, 
they have to think of their children and housework. When they leave the workplace, 
they still have to enter another "workplace" at home. On the other hand, they need 
paid work because they have to earn a living. With these considerations, it is difficult 
for them to find other suitablejobs. We may say that their career is suppressed in the 
patriarchal marriage relationship. From another point of view, we may say that they 
have different concepts of "career" which I will further discuss in chapter six. In this 
case, married women do encounter constraints in joining the labor market. Clerical 
work meets some of their needs. 
4.3 Convenient Choice 
As discussed in Chapter Three, clerical work is predominately carried out by 
women. Nevertheless, still 30.3%^ of clerks in 1996 were male. Although there are 
reasons to believe that there are differences in hierarchical levels between male and 
female clerks, there are still quite a large number of male exist as ordinary clerks. 
How do we understand their situation? 
4 Source: 1996 by-census data. 
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Many male clerical workers are ordinary secondary school leavers when they 
enter into the clerical work force. They have their own constraints to look for a 
better job with limited educational credentials, probably no working experience and 
special skills. Some of them are willing to pay one more year for university entrance 
opportunities. Gavin has repeated the HKCEE once by becoming a private student 
after he failed to go to Form Six, while Victor has repeated twice. King-on has also 
repeated the HKALE once by self-study after he failed to go to universities. In the 
time of their self-studies, they enter the clerical work force and take the job as 
temporary. 
"I started as an Office Assistant. In the beginning, it's a summer job. After 
the announcement of (HKCEE) results, I continued to work. I was doing self-
study in the repeating year, in the mean time I was also working as an OA [...] 
The contract I signed with my company matched with the time of 
announcement of results. My probation period was four months, it's different 
from the ordinary three months, that is, to wait for my results. If I could 
continue my studies, or if I have other developments, it would be easier for me 
to resign. If not, I will automatically pass my probation. In this way, there 
would be a one month notice before resign, then I would need to consider more 
seriously." (Gavin, M, S, 25, p.3) 
Interviewer : Did you find otherjobs before? 
Victor : No, because this job was introduced by a social worker of the 
unit. 
Interviewer : Why did you consider this job? 
Victor : I thought that I might have time to study so that I might try the 
work of a welfare worker, or to promote to higher levels. 
However I failed in all the studies. 
Interviewer : What did you study? 
Victor: Ordinary subjects, such as Chinese Language, English 
Language and Mathematics. I wanted to have good results. 
Interviewer : Was that HKCEE? 
Victor : Yes. I wanted to get the qualification for becoming a welfare 
worker. 
Interviewer : Was this planned before you came here to work? 
Victor: Yes. 
(Victor, M, M, 27, pp.2-3) 
Interviewer : Wliy did you begin as a clerk? 
King-on : At that time, I wanted to find a permanent job, but I had not 
yet found one. Then I worked as a temporary clerk so I could 
find another one while working. 
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Interviewer : Why did you work here (bank) afterwards? 
King-on : I don't know. I heard that bank is quite good, so I came here. 
Interviewer : Did you intend to fmd a clerical work? 
King-on : In fact, I didn't know whatjob to find. I just wanted to fmd a 
nine-to-fivejob so that I could have time to study. 
(King-on, M, S, 24, p.5) 
These young men do not intend to work as clerical workers at the beginning. 
They do not see theirjobs as permanent ones. They just consider them as temporary 
options. Subsequently they continue to work on those jobs because no better 
alternatives are available. Their aspirations are generally higher than what their own 
qualifications can offer them. The career of a clerical worker is not able to satisfy 
their aspirations. This occupation acts as a barrier to their aspirations. Therefore they 
look for other chances to develop their careers. 
Some of them make use of the advantages of clerical work to realize their 
dreams. Gavin and King-on are making use of the time convenience to study for a 
part-time Bachelor's degree in order to change occupation. Victor has tried several 
times to increase his educational credential by different methods, but he fails at last. 
He is now planning to start his own business. Before realizing that, he always makes 
use of his spare time and effort in work to plan his business and do some 
investigations for his business. He also wants to fmd another clerical job in a trading 
company in order to prepare for starting his own business in future. Sidney is 
somewhat different that he was a technician in clothing. He changes to government 
Clerical Assistant because he wants to lead a stable life. He takes this job as a 
stepping stone to other governmental posts. 
"I change to this job because it is stable. And I do not intend to stay as a 
Clerical Assistant for long. If I have a chance, I hope to transfer to another 
department for another post. To be frank, working as a CA cannot be a long-
term plan. What is your maximum salary? At most ten thousand something. 
To me, it's not much. Ten thousand something is not enough to sustain a 
living in Hong Kong. But it's OK temporarily." (Sidney, M, S, 34, p.4) 
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These male clerical workers consider the choice of entering into the clerical 
work force as a secondary choice. Some of them treat it as a temporary job. If men 
consider themselves the breadwinner of the family, clerical work cannot satisfy their 
needs because their wages are not able to support their families. Besides, it cannot 
help them to have career development directly. Unless they can enter some large 
organizations which can give them relatively better offers, such as the government or 
large banking corporations, this occupation becomes a constraint rather than a 
convenience for them. However we notice how the actors turn the constraints into 
convenience. This is how they make sense of their occupation which is usually 
considered more suitable for women. 
4.4 A Concluding Remark 
In sum, entrants of the clerical work force do not usually enjoy what their 
qualifications can give them. They have different constraints and considerations to 
develop a rewarding career. Some of them try to maximize their opportunities by 
participating in clerical work. Still others make full use of the convenience of thejob 
so as to make remedy. In any case, actors always respond to their structural 
constraints and these responses do not appear uniformly. 
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CHAPTER FrVE 
THREE TYPES OF WORKING STRATEGIES 
This chapter illustrates the three types of working strategies adopted by the 
clerical workers I have interviewed, namely, stable working strategy, horizontal 
mobility working strategy, and the strategy ofleaving clerical work. The labor mobility 
pattern associated with these three working strategies is consistent with the "labor 
mobility" statistics conducted via the General Household Survey (Sep - Oct 95). I 
delineate the characteristics of each working strategy by the workers' gender, life cycle, 
limitation from family, type of organization and orientation to the present employment 
in order to illustrate the underlying process to the labor mobility pattern. The focus is 
put on the resistances and responses of the workers to their positions. I shall 
demonstrate the differences in autonomy among the clerical workers in actualizing their 
ideal working life. The variations in working strategy between different groups of 
people contribute to the reproduction of gender segregation ofwork. 
I put my interviewees into the different types of working strategy and it is 
summarized in Table 5.1. 
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Table 5.1: Classification ofMormants ofWorking Strategy by Gender and Marital Status 
Gender 
F I M 一 
Working Strategy Single Married Single Married Total 
Stable Tina, Brenda, Kwok-king Heng-yiu, 12 
Yuk-mei, Anna, Man-xin, 
Lai-dan, Mei-wah, Kin-zu 
Pui-aun Jyy 










Total 10 7 5 4 26 
5.1 The Process of Reproduction of Gender Segregation ofWork 
"Labor mobility" statistics gathered by the General Household Survey (Sep -
Oct 95) give us some insights of the dynamic process of gender segregation of work. 
As we can see from table 5.2, there are 58.3 thousand job changers who worked as 
clerks in the lastjob. Within this group, 77.3% work as clerks in their presentjob. The 
picture is different when we divide them by gender. There are 80.2% and 68.9% of 
female and male work as clerks in their presentjob, while 12.9% and 16.2% offemale 
and male have undergone occupational upward mobility to managers and administrators 
or professionals and associate professionals. The figures show that when people change 
jobs, female clerks are more often than males to be retained in the clerical work force, 
while male clerks are more often than females to try managerial or professional jobs. 
Here we lack information to give a clearer picture of the difference between the pattem 
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ofmale and female job changers since the workers are grouped by major occupational 
categories only. However it is still fair to say that women clerical workers are more 
inclined to change to the original occupation, while men are more often than women to 
leave the clerical work force and pursue a betterjob. 
Table 5.2: No. of Job Changers who Worked as Clerks in the Last Job by Present 
Occupation by Gender 
Job changers who worked as clerks in the lastjob 
Male Female Total 
No. No. No. 
Presentoccupation ¢222) £000) ('000) 
Managers and administrators 0.5 0.5 1.1 
Professionals and associate professionals 1.9 5.1 7.0 
Clerks 10.2 34.9 45.1 
Service workers and shop sales workers 0.5 2.4 3.0 
Craft and related workers, and plant and 1.1 Nil 1.1 
machine operators and assemblers 
Elementary occupations 0^ 0^ Li 
Total ^ 43.5 58.3 
Source: General Household Survey (Sep - Oct 95) by Census and Statistics 
Department. 
From the same survey, I find that the job turnover rate^ of women clerks is 
11.3%, and that of men clerks is 7.8%. The intra-occupational job change rates of 
clerks^ are 9.1% and 5.4% for women and men clerks respectively, while the rates of 
inter-occupational job change from clerks to other occupations^ are 2.2% and 2.4% for 
1 Thejob turnover rate of clerks are calculated by comparing the total number ofjob changers whose last 
job are clerks with the total number of clerks in the third quarter of 1994. 
2 The intra-occupational job change rates are calculated by comparing the number of job-changers 
whose present and last occupations are clerks in Sep-Oct 95 with the total number ofclerks in the third 
quarter of 1994. 
3 The rate of inter-occupational job change from clerks to other occupations are calculated by 
comparing the number ofjob-changers whose last occupation are clerks but the present occupation are 
non-clerks in Sep-Oct 95 with the total number of clerks in the third quarter of 1994. 
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women and men respectively. Despite the fact that the job turnover rate for women 
clerks is higher than that of men clerks, the two groups do not show the same pattern in 
inter- and intra- occupational job change. Women are more active injob change and 
they are also more likely than men to change to the same occupation. Men are less 
active in job change but they are more likely than women to change to different 
occupations. Although we do not target at a statistically representative description, the 
diversity shown by this survey casts lights on our understanding of the reproduction of 
gender segregation of work. 
We may think that clerical work is gender segregated since women choose to 
work in this occupation but men do not at the time when they find their firstjobs. In this 
way, we may forget the dynamic job seeking process in a gender segregated labor 
market. From the above figures, it is likely that men and women clerks have different 
long-term plans in developing career. These plans are manifested once they change 
their employments by the kinds of occupation and organization they look for. By 
comparing the working strategies of men and women clerks, we are able to find out how 
the dynamicjob seeking process occurs. 
Recognizing the limitations of this study, I do not aim at providing a statistically 
representative picture ofjob change. Instead, I try to describe and compare the working 
strategy of my informants in the hope to illustrate the social process underlying the 
operation of the labor market as shown from the General Household Survey (Sep - Oct 
95), and to see how this social process may contribute to the reproduction of gender 
segregation of work. 
As I have mentioned in the previous chapters, I use the concept of "strategy" 
mainly because of two reasons. Firstly, it enables us to look at the resistance of the 
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individuals to segmentation and segregation in the labor market. Secondly, it enables us 
to look at individuals' power over their resources. Working strategy includes the 
available resources of the individuals in managing employment and family 
responsibilities. It also includes the workers' autonomy in actualizing the subjective 
preferences of them. This long-term strategy reveals the underlying career concept 
which directs the choices and negotiations made by individuals in employment. 
Analytically, working strategy of the clerical workers can be grouped into four 
main types: long-term employment in the occupation and in the same organization; 
continual engagement in the occupation but in different organizations; change to 
another occupation after a short-term employment in it; and leave the labor market after 
a period of engagement in the occupation. This classification is mainly based on the 
relative autonomy of the workers in controlling their employment and their different 
attitudes towards paid work. However since I only include current clerical workers in 
my sample, this study does not cover the workers of the last type of working strategy. I 
only include the first three types of working strategy which I label as "stable", 
"horizontal mobility" and "leaving clerical work" respectively. 
All the informants I meet have clear employment plans. They have different 
plans for their work. Their working strategies are associated with their gender, age and 
life cycle, family responsibilities, type of organization involved and orientation to the 
present employment. On differentiating the workers by their working strategy, I 
observe some enlightening and interesting features which is consistent with what we 
observe from the General Household Survey (Sep - Oct 95). 
Table 5.3 shows the working strategies of the informants by gender and marital 
status. As we can see, female clerks mostly adopt stable and horizontal mobility 
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working strategies, while male clerks adopt stable working strategy and the strategy of 
leaving clerical work. In fact, men and women do not show significant difference ifthey 
do not change jobs, except that women are facing more severe age discrimination. 
Their working strategy is close to a stable one. However men and women do differ on 
thejob changing patterns, with women more likely to look for horizontal mobility and 
men more likely to leave clerical work. 
Table 5.3: No. ofInformants by Working Strategy by Gender by Marital Status 
Gender 
F M Total 
Working Strategy Single Married Single Married 
Stable 4 4 1 3 12 
Horizontal Mobility 6 2 0 0 8 
Leaving Clerical Work 0 1 4 1 6 
Total l_0 7 5 4 26 
It is my contention that gender segregation does only not occur at the time when 
people begin to look forjobs. It occurs at every moment whenever there is a person 
change his/her employment. Gender segregation of occupation is not a static picture 
but a dynamic process in which gender difference in career in the occupational structure 
constitutes and reproduces gender segregation. 
5.2 Stable Working Strategy 
This kind of working strategy is characterized by attachment to the present job. 
Workers involved show no interest in changingjobs at the time being and in future. All 
workers in this group except one have no plan to start their own business. Even one of 
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them starts his business, he does it for convenience and interest rather than changing the 
means of making a living*. 
Amongst the twenty-six workers, twelve of them fall into this category. Nearly 
all ofthem work for a stable life. I notice that the organizational effect and the age and 
life cycle are significant in explaining their pursuit of stable lives. 
5.2.1 Working for a Stable Life 
Some feminists argue that traditional industrial sociologists ignore the working 
experience of women. They often over-generalize their findings collected from male 
workers. When they find out there are differences in the behaviors between women and 
men workers, theyjust take women as "the other". Men's behaviors are explained by a 
"job model", while women's behaviors are treated via a "gender model" (Dex, 1988). 
They are enthusiastic in explaining the differences between the two sexes through the 
"gender model" that relates women's position in the family. In fact, as many feminists 
have pointed out, the similarities between men and women are far more than the 
differences, and there are also many variations within one sex (Hakim, 1985; Siltanen, 
1994). However, we are often tempted to explain the differences rather than the 
similarities between the two sexes. 
In the stable working strategy, I find some similarities shared by both men and 
women clerical workers. Four men and six women of this category work purposely for 
leading a stable life. Two of them are in their early 20s, six of them in their 30s，and two 
of them in their 40s. 
4 It is Heng-yiu who starts his business of selling computers. He is a part-time computer tutor. He sells 
computers himsetfbecause his students always ask him to buy computers for them after learning. For 
interest and convenience, he starts his computer shop one month before the interview. However, he 
makes no plan to eam money through it. 
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5 • 2.1.1 Organizational Effect 
It is quite surprising to find youngsters in the 20s who wish to work purposely 
for stable lives but not for personal interest and self actualization. Specifically, Yuk-mei 
is a cashier in a large bank. She is 21 years old. This is her first job and she has been 
working in this job for about two years. She is now the lowest grade Cashier in her 
branch. Kwok-king is 30. He is a colleague of Yuk-mei who has been working as a 
Cashier in the same branch for nearly ten years. This is his second job. Tina is a Clerical 
Officer II in the government. She is now 25 and she has been working in the 
government for six years. They are all satisfied with their present working conditions 
and they decide to work permanently in their present organizations. They show a high 
degree of attachment to their present jobs. 
"Li the beginning I did think about that (change jobs after working for two or 
three years). But I work happily now. I have stable income. There maybe 
struggles in the department but I don't realize them. But at least I am happy 
everyday. So I ask for nothing now. You have ajob for yourself and you are 
happy [...] I think it depends on personality. I am more easily satisfied. I 
think you can get promotions in the bank by accumulating experiences. The 
benefits are good. My salary maybe little, or after two to three years I will 
still be doing the same kind of things, but I will handle my work more 
smoothly than others. It all depends on how you look at thejob. I also know 
people who change jobs after working for every three or four years. But I 
am more content with the present." 0^uk-mei, F, S, 21, p.23) 
"I am somewhat lazy. After I have changed from an Account Clerk to a 
Cashier, I have never thought of changing jobs again. My current job is 
certainly better than my lastjob. I remember that the salary of my lastjob is 
rather low, and the working hour is longer. When I changedjob, my salary 
increased from $1,500 to $2,700 [...] Besides, I have got a loan from the 
bank to pay for our flat. But I have repaid a large part of the debt already, so 
it is not important for supporting my choice ofjob now." (Kwok-king, M, 
S,30, pp.18，22) 
"(I choose this job) because I think that the government is a big firm, it will 
not get bankrupt. Besides, if I want to change my job, it is rather easy to 
change within the government [...] I will not consider working in private 
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firms because I will easily be driven out of work if I don't have enough 
qualifications. There is a great disparity on the atmosphere and the attitude 
of work between private jobs and government jobs. You cannot sit down 
and do nothing in private jobs, but you can do so in the government [...] I 
think I will work in the government until I am old. But I've never thought of 
promotion. I want stability. It's OK whether I get promotion or not." 
(Tina, F, S, 25, pp.7-8, 17) 
Although all ofthem say that they are easily satisfied with the present working 
condition and they do not ask for extra rewards, this does not only reveal their own 
personalities. In fact, they are situated in a relatively favorable working environment. 
Yuk-mei can foresee promotions via learning programmes to higher grades Cashier. 
Besides, the bank is reliable so that she does not need to worry about her income. Her 
income and benefits are not bad when compared to similar positions in other small firms. 
Tina clearly shows her preference for a job that is secure. Her monthly income is 
$12,650 which is a rather high one with her qualifications. Furthermore, her increment 
of salary is guaranteed through the increment in pay scale and grade point every year. 
On the other hand, although Kwok-king states that the housing loan offered by the bank 
is not the reason to support his job now, he is suggesting that he has not looked for 
anotherjob in previous years because of the low interest rate ofhis bank loan. He does 
not have to worry about the fixture ofhis career because the bank can ensure promotion 
within a stratified job ladder. 
The organizational effect is not confined to the young informants. We can also 
see its impact from the case of Man-xin. Man-xin studied in a pro-Beijing secondary 
school in the 70s. After he graduated, he worked in a China-related company as a clerk. 
But he soon found out that the company could only offer him a little salary which he 
could not even support himself. After he had worked there for two years, he changed to 
a government Clerical Assistant, and later transferred to a Clerical Officer II with a late 
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pass in the English Language (Syllabus B) in HKCEE. From then on, he has not 
changedjobs. 
"(I changed to government) because I thought the salary (of my previous 
job) was too low, and there was no prospect. Some of my former colleagues 
had been working there for many years, but their salary was more or less the 
same as mine [...] My HKCEE result was not recognized because I took the 
syllabus A examination in English Language. Therefore I couldn't apply 
directly for Clerical Officer [...] I always think that my presentjob is better 
than my previous job. The salary is stable. Besides, there are a lot of 
benefits and leave. I have 40 days of leave now, so I abnost have to take 
leave every week." (Man-xin, M, M, 38, pp.5, 6, 20) 
In the 70s，the Chinese secondary schools were commonly ignored and 
discriminated by the government. Many of their students could only work in the 
China-related companies and banks. Because of the discrimination of Chinese language 
and other political reasons, it was very difficult for the staff from these organizations to 
transfer to other firms. In addition, the salary offered by these organizations were 
generally low. The main consideration for Man-xin,s decision clearly came from the 
kind of organization in which he was involved. 
In general, the four of them are involving in large organizations where job 
ladders within clerical grades are created, and the organizations are large enough to 
enable enough protection for them from the outside competitors. Clearly, there is an 
organizational effect on the working strategies of them. The high attachment to their 
present jobs is associated with the type of organizations they are working in. The 
organizations actively develop policies to keep their staff, such as low interest rate 
housing loan, job ladder and stable employment. In a large organization, the clerical 
workers are more inclined toward stabilizing their lives with a safe working 
environment. Thus they do not develop overt resistance to their employment. On the 
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contrary, they are more attached to their presentjobs and their working strategy is close 
to a stable one. 
5.2.1.2 Age and Life Cvcle 
Very often, people have less incentive to change their occupations when they 
have entered another stage of the life cycle. Some of them enter this stage after they are 
married. Some start the stage later when they begin to become fathers and mothers. 
Other single people also enter this stage when they step into the late youth. Looking at 
the marital status of my informants, seven out of twelve workers in stable working 
strategy are married, while two out of eight and two out of six in horizontal mobility and 
leaving clerical work are married respectively. Referring to the age, the mean figure of 
workers grouped under stable working strategy is 34.0, while those of horizontal 
mobility strategy and leaving clerical work strategy are 24.4 and 26.5 respectively. 
Although this is not statistically representative information, the differences in the mode 
of marital status and mean of age between the stable strategy and the other two 
strategies do symbolize something. Older and married people are more resistant to 
change since they have more considerations and limitations. Therefore they are more 
probable to be found under the stable working strategy. 
The life cycle effect is more significant when people are married and especially 
notable when they have children. Parents are usually eager to provide a stable living 
environment for their children. Even if they have other chances to develop their 
businesses, they would have to think more carefully and thoroughly before they do it. If 
they do not do so, the security of their present income may not be guaranteed. 
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Heng-yiu is a secretary in a Christian church. He is married and has a son who is 
just 1 1/2 years old. Recently, his friend asks him to enter into partnership to start 
business. But he has a lot of considerations towards this matter. 
"Someone persuades me to start business with him. IfI really start business, 
I will resign and do it wholeheartedly. But I am still thinking whether it is the 
suitable time for me and for my state ofliving. Because I have to match the 
schedule and economic condition of my family. If there is any change, I have 
to pay much time and money. Then the impact and change will be great [. •.] 
This is what I worry about most. I don't want to change my state of living 
now because it is my tightest moment, and when I have the biggest tension. I 
am afraid that ifI add another tension now, I cannot endure [. •.] IfI have no 
child, I would not have to worry about the time. But now I am afraid that I 
may not be able to take care ofhim. And with no children, I must not worry 
about the consequences of starting business. The pressure will be 
smaller." (Heng-yiu, M, M, 34，pp.13-15, 21-22) 
Clearly, there is a tension over the decision ofHeng-yiu. On the one hand, his 
monthly salary is only $14,000 and his family income is $24,000. This amount is very 
tight to support a family of a couple and a baby. As a breadwinner, he considers the 
possibilities of expanding the income pool seriously so that his family can be well 
equipped to bring up his son. Therefore he wants to increase the income by starting 
business. On the other hand, there must be some risks to run a business. He will have to 
resign so that his income will not be guaranteed. These may make his family and his life 
unstable. Both these seemingly so different choices are tackled with the same 
consideration in mind, which is to stabilize his life. Certainly, we know that he chooses 
to lay aside the opportunity to start business at the present moment so that he stays with 
a stable working strategy. This is the best way in which the well being ofhis family can 
be assured. 
Besides marital status, age is also a pertinent factor. When people have already 
established a certain kind of "status" in their companies, they are usually not willing to 
leave. If they suddenly leave, they will lose their advantages and they have to establish 
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the ,status, again in another new company or industry. Besides, when reaching a certain 
stage, many people would like to settle down so that they can enjoy the life after work. 
These can be well illustrated by the view ofPui-aun and the story of Sidney. Although 
I categorize Sidney in the strategy ofleaving clerical work, his case can tell the life cycle 
effect on work. And the case ofPui-aun can show how she analyzes the consequence if 
she leaves herjob in which she has been working for seven years. 
"I had to go here and there constantly (in my former job). It was really 
hurried. Life was not stable. I'm becoming older and I don't want to be so 
hurried. Comparatively, my currentjob is good. It doesn't need to be hasty, 
so it's certain that the other aspects are not ideal enough. Myjob is secure 
and stable, on the contrary, the salary must be low [...] In the past, I thought 
that earning money is the most important thing. However I think work itself 
and the leisure after work are the most important now." (Sidney, M, S, 
34, pp.3-4, 22) 
"I have worked here for seven years and I have no intention to leave [...] The 
job here can protect me. I don't know whether I can find another one outside. 
If I work as a clerk in the commercial firms, they need other qualifications 
such as good in computers and experienced in handling documents. I think I 
am no better than the best, and no worse than the worst. I work according to 
my experience here. IfI start anew outside, I will not be able to get the same 
salary." (Pui-aun, F, S, 34，pp.20-21) 
The effect of age is particularly pertinent in Hong Kong. In the process of 
economic restructuring, some workers who originally work in the factories are driven 
out of their jobs. It is difficult for them to find a new job in the same sector. Some of 
them try to switch to other sectors. However few of them have done it successfully. 
The situation is even worse when we look at the situation of women who remain in the 
same sector or switch to other sectors. Many of these women workers are pushed out 
of full-time employment (Chiu, Lai & Lee, 1996). These displaced workers plus those 
who want to re-enter the labor market after giving birth to their children have come to 
constitute the reserve army. These people are usually in their forties. Since there is age 
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discrimination in the labor market, especially in clerical work (HKAWW, 1992), they 
are forced to stay in the same jobs once they can find one. To them, the most important 
thing is to keep theirjobs. Even if they are not satisfied with their presentjob and they 
want to find another one, they may not have enough bargaining power to do so. 
"It was very difficult to find a job after my former electronic factory had 
closed down. I had stopped working for half a month. Then I find ajob in a 
printing company from the poster in the street. I worked there for two years 
before it moved to the mainland. Then I had looked for jobs for one month 
before I come here [...] I don't want to work here because our supervisor is 
hot-temper. He always loses his temper and tums some unimportant things 
into serious problems. Sometimes I think that I always suffer wrong from 
him [...] It is difficult for me to find anotherjob now because I am becoming 
older and older. If the interviewer sees you，he will not consider you at the 
first glance because of your age." (Lai-dan, F, S, 46, pp.6, 7-8, 15) 
"When I changed from part-time to full-time employment, my salary was 
increased from $4,000 to $4,300. The increment was just $300. But I think 
it's OK because it's not tiring. Besides, my daughter is old enough to take 
care ofherself. I don't want to stay at home all the time. Therefore I just 
take the job. However my starting salary is too low, so my present salary is 
just $6,200. It's very low. But because of my age, it's not easy to find 
anotherjob now [...] I had thought about changingjobs at the beginning, but 
I have given up now." (Ivy, F, M, 36, pp.16-17, 19) 
Both Lai-dan and Ivy are the displaced workers from the economic 
restructuring. Luckily, they can find clerical work after they have left the factories. 
However both of them worry that they may not be able to find anotherjob if they leave 
their present ones. Therefore theyjust accept their present jobs though they are facing 
with unfair treatment. Furthermore, I am much impressed by the attitude ofIvy since 
she gets the lowest monthly salary among my informants，. According to the 1996 by-
census data, the median monthly income of the population is $9,500^. With a monthly 
5 Actually, Anna gets even lower salary. However, Annajust works for half days. 
6 Source: 1996 Population By-Census: Summary Report. 
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income of$6,200, it is not even enough to support one's own living. Nevertheless, she 
continues her work with no complaint. 
Besides Heng-yiu, Pui-aun, Lai-dan and Ivy, there are Mei-wah and Kin-zu who 
are much affected by the life cycle effect. These two informants are a little bit different 
from the others in that they have passed the period where the family economy is in 
difficulties. They begin to settle down their lives. 
In sum, this group of workers wants to stabilize their lives because they have 
reached a different stage of their life cycle. They may only want to stabilize their work 
for a period when they have reached some difficult times. However after they have 
passed through these times, they may not be able to go back to their former plans 
because they have become even older. They do not have enough power over resources 
in controlling their jobs. Their resistance to the unwelcome working condition is 
restrained by the effect of age and life cycle. 
5.2.2 Complementing the Lives 
It is commonly believed that when married women do not have to worry about 
their income, they just work to kill time. Thus, they do not work seriously and they 
have low attachment to theirjobs. However my data depict a fairly different picture. 
In fact，I meet some married women who have no need to care for income, but 
they still show high attachment to theirjobs. What they are looking for is the mental 
anchorage from work. Their choices lie between to work or not to work. But ifthey 
work, they can fmd their own "free" and "relax" time in work. Therefore when they fmd 
a place in work where their needs can be fulfilled, they also show the same degree of 
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loyalty to their organizations and the same level of attachment to their work as their 
colleagues. 
"(I choose clerical work because) if you can fmd a suitable position to work, 
you are totally free. I am satisfied with myjob. We have plenty ofbenefits. 
Besides, I love it because it provides me a place to play ball games. I have 
played ball games for a few years because this company has perfect 
recreational facilities. I have also won many prizes in the competitions 
organized by the company. Therefore I am very happy. This, is myjob [...] 
Most of my expenses comes from my husband. So it makes no difference 
whether I work or not. However, the recreational facilities and the mental 
anchorage from this company make me stay here. Even if it reduces my 
salary by 10%, it's not a problem and I will not leave because I am 
happy." (Brenda, F, M, 27, pp.5-6, 8) 
"The main reason why I work is to relax. That means those are my relax 
time and private time [. •.] I am satisfied with my job. Although it gives me 
little money, it is quite flexible. Besides, the people respect me. Maybe this 
is my former company so they are good to me [..] I have satisfaction from 
work. Why? It's because they are at ease when they assign work to me. I 
can do it well." (Anna, F, M, 35, pp.3, 10, 12) 
Brenda works in a large air-cargo firm which provides a lot of facilities and 
benefits to their staff. Although Brenda does not care much about income, she is not 
detached from her work and company. On the contrary, she wants to keep her job 
because she gets satisfaction from her work and she values the facilities and benefits of 
this company. She shows high attachment to herjob. On the other hand, although Anna 
works for part-time, she also treasures herjob and enjoys it. She explicitly states that 
she will stick to thisjob. She can find her own "private" and "free" time which is lacking 
if she does not work. Work is complementing her life. 
We understand that some married women really do not need to contribute their 
income to their families. It would be wrong to ignore this possibility. Yet, we have to 
make sense ofit. In the beginning of this section, we have assumed that the attachment 
to work is based on a material incentive. When a woman has no financial necessity, she 
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is generally believed to have no incentive to work. However my data show that these 
people also need work. Some even show high attachment to their jobs. This high 
attachment comes from their need for mental anchorage. They take work as a means to 
get satisfaction and to actualize themselves. Different from treating the working 
strategy as a kind of resistance to their positions, this group of people treats work as a 
complement to their lives. Thus their working strategy is near to a stable one. 
In stable working strategy, we do not see a widespread resistance to the 
unfavorable working conditions. Some of them are confronting with different kinds of 
constraints that they are not able to implement their responses. Some are protected by 
their present organizations that they feel no need to develop resistances. Still others 
value the satisfaction from work. Workers show more passive behavior in the stable 
working strategy. 
5.3 Horizontal Mobility Working Strategy: a Privilege of the Young Women 
Horizontal mobility working strategy is characterized by the continual self-
initiated job changing pattern of the workers. The word "horizontal" means that the 
work content and the hierarchical level of the targetjobs are similar to the previousjobs. 
All the workers I meet under this working strategy have the experience of changing 
jobs. They all show preference for changing to the same or similar occupations in 
future. There are totally eight of them, and all of them are women. 
From my interviews, I notice two prominent and interesting characteristics of 
this working strategy. Firstly, the workers take clerical work as their life-long 
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occupation and they have high commitment on it. Secondly, they changejobs once after 
working for a period oftime. I describe such behavior as "stay and go". I portray these 
two characteristics in the following sections. 
5.3.1 A Life-Long Occupation 
Clerical workers involved in the horizontal mobility working strategy consider 
their occupation a life-long one. None of my informants in this group regards the 
occupation as temporary or transitional. Some of them already hold this idea when they 
leave schools. Eleanor studies a one-year secretarial course after she has repeated Form 
Five once. Right after she leaves the commercial school, she finds a job of secretary. 
When asked why she has not considered other occupations, she answers, 
"Because I studied secretarial course, I won't... Surely, I will choose what I 
have studied. Then, I work as a secretary [...] I will also consider otherjobs 
such as personnel and administration, if it allows." (Eleanor, F, S, 
23, pp.3, 4) 
Eleanor shows her attachment to clerical work from the very beginning. 
Although she is eager to change jobs, her choices are confined to such work as 
personnel and administration which are also understood as clerical work. She never 
talks about any plan to try otherjobs which are of different work content. Besides, she 
is currently studying a diploma of Administration Management which can help her ifshe 
continues her job in clerical work. In fact, only when the worker considers the 
occupation life-long does she invest her time and effort to study the related courses. 
The case of Joyce is quite interesting. She is a fresh shipping clerk; however she 
wants to leave right away because she finds thejob intolerable. Nevertheless, she is not 
sure whether it is the problem of this industry or the problem of the company that makes 
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her unhappy. She describes her work as "suffering". When asked what kinds ofjob she 
is going to find, she says, 
"I will still find shipping. But it may take a longer time because I am still 
fresh. And the salary will not be as high as here. It does not matter ifI want 
to develop myself in this field. But if I cannot find one for a period of time, 
I may change to other fields. Maybe general clerk, or whatever other clerks 
will do.” (Joyce, F, S, 20, p.33) 
I am quite surprised with the answer of Joyce on "whatever other clerks will 
do". It reveals that she considers clericaljob only although the nature of suchjobs may 
be the source of the unpleasant working condition. 
Some ofthem have tried otherjobs before. When they become a clerk, they find 
it suitable for them so they wish to continue their work in this occupation. Fiona has 
tried other two jobs before she works in the bank. The first one is a Customer Services 
Clerk, while the second one is a Merchandizer. However she finds the work of a 
Merchandizer unsuitable for her. Afterwards she returns to a clerk in the bank. She 
likes being a clerk. 
"I had tried the work of a Merchandizer for three months, but it was very 
boring. I could meet many clients in my former job of Customer Services 
Clerk. Sometimes I could go to the counter and talk to the clients and answer 
the phone calls. However when I changed to a Merchandizer, my work 
could not be finished every day. I had to answer many faxes. The work 
content is more boring [...] It depends on which kind of clerk. The one like 
my former customer services, or my present sports club is not boring. I need 
not to work on the desk only [...] I am satisfied with being a clerk." 
(Fiona, F, M, 25, pp.4, 5) 
Actually the workers we have discussed here are zealous to put themselves into 
their work. They care more about the work content and the working environment. For 
instance, Yuen-ping has given up her previousjob of shop assistant in a boutique even 
though that job offers a higher salary. Helen also leaves the post of Account Clerk in 
which she has worked for three weeks because "the job was not really related to 
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accounting". In other words, they concern more about the intrinsic aspects ofjobs. 
They talk more on their aspirations on work when compared to their counterparts in the 
stable working strategy. All of them have studied some courses relating to their work, 
among them three are studying diploma courses. They show higher commitment on 
work than workers from the other two working strategies. 
It is certain that some clerks like other kinds of work. However they cannot do 
according to their will because those work receive much less remuneration than clerk. 
Some ofthem has tried to do what they like, but finally they give up. Lastly, they take 
clerical work as their life-long occupation. Helen is an account clerk in an investment 
firm. From the time when she graduates, she wishes to become a Merchandizer. But 
she begins as an account clerk in another company. When she planned to change job 
two years ago, she tried to apply for a Merchandizer. Finally she finds the starting salary 
too low, so she renounces. Now she is equipping herself with better knowledge on 
accounting. 
"I did not have any experience in merchandizing, so the offered salary was 
very low. I remembered the salary was about $4,500 to $5,000. How to 
stay alive? Soon I found the present job of accounting. So I work until 
now." (Helen, F, S, 24, p.4) 
Carol works as a secretary in a sewage processing engineering company. 
Before coming to this company, she was a kindergarten teacher. She loved thejob very 
much. However the salary was too low, so she decided to study secretarial course in 
order to changejob. Although she plans to change the presentjob within one year, she 
wants to find the same post of secretary in another organization. 
"It was a pleasant experience in the kindergarten. I was very happy. The 
kids are playful. But... I have to yield to the reality since the salary is not 
high. Afterwards I studied secretarial course and changed my field [...] I 
think I will change back to secretary. I will not change to another field 
otherwise the salary will be very low. Even if it employs you, the salary will 
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not be comparable to that of secretary." (Carol, F, S, 24，pp.3, 
12) 
It can be concluded that the horizontal mobility working strategy is related to 
the workers' subjective attachment to the occupation. Certainly if they only consider 
the occupation transitional or temporary, they will not take time to find other similar 
jobs. It would bejust the same. This point will be elaborated more thoroughly when I 
discuss the working strategy ofleaving clerical work. Besides, all of the workers in this 
group tell me that they have no other part-time jobs. This means that they are 
concentrating onjust one job. Their attachment to the occupation is not a supplement 
to otherjobs. It is also different from the high attachment to the presentjob in the stable 
working strategy. The attachment in horizontal mobility working strategy is referring 
to the occupation, while that in stable working strategy is referring to the specificjob. 
However not all of them attach to the occupation because they like it. Some stick on it 
because they have no better choices. We notice how their limitations shape their 
attitudes on clerical work. 
5.3.2 Stay and Go 
The most significant characteristic of the horizontal mobility working strategy is 
that workers change jobs once after working for a few years. They do not stay in only 
one company. For instance, Jacqueline has tried different kinds of clerical work in 
different companies after she graduates from the commercial school. Her first job is a 
Secretary in a small company. Afterwards she has worked in the bank as a Secretary. 
Then she becomes an Accountant in a trading company. She has also worked as an 
Administrative Officer in a telecommunications company. Currently, she is an 
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Administrative Supervisor in an air cargo firm. She has been changingjobs in these ten 
years because she wants to "know more about different industries and learn from other 
people" (Jacqueline, F, M, 36, p.5). 
The clerical workers keep this pattern mainly for three reasons. Firstly, they 
want to search for a company which is better than their present ones. Secondly, they try 
different industries so that they can find one which suits them most. Thirdly, they hope 
to look for new challenges in different places so that they can get satisfaction 
continuously. 
5.3.2.1 Searching for a Better Company 
One important feature of the clerical work is that it is a dead-end job (Kanter, 
1977). Usually, workers can only get promotions within the clerical grades, they can 
seldom promote to other grades. However if there is only one grade for the workers to 
stay, they soon fmd it very difficult to advance further. In this way, they look for posts 
in other companies in hope for opportunities in upgrading. In order to prepare for this, 
they keep on their part-time studies so as to be more competitive. 
’’I think the benefits are OK. Li fact, what I am not quite satisfied is that my 
company is rather stable. Then there is no opportunity to get promotion [...] 
I don't think there is any way to get promotion, unless the company regroups 
or expands. But this chance is rather small [...] Last time, when the 
accountant left, it also recruited another one from outside rather than 
promoting one from below [...] I think there is not much prospect in my 
presentjob. I will leave after the double pay. And I will find a better one 
before I leavethis one." (Helen, F, S，24，pp.17，20, 23, 26-27, 30) 
Obviously, Helen is looking for a better company which can give her 
opportunities to upgrade herself. Yet she knows it is not easy if she just has some 
general working experience. Therefore she is studying for a diploma in Accounting in 
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hope to be more competitive in the labor market. Thus studying in the related field does 
not only show a high attachment to the occupation, it also shows an intention to search 
for a better company. 
Eleanor and Jacqueline are both studying for an Administration Management 
diploma. Before this, Jacqueline has studied many other commercial courses, such as 
language, accounting, personnel, human resources, supervisory and computer. She 
explains that studying helps her in her work and widens her knowledge. And most 
importantly, it is an investment to make herself more competitive in the labor market. 
"I hope to promote to the post of Administrative Officer. If I can't get 
promotion here, studying can also help me to work in another company. At 
least this is a guarantee to myself. What will happen in the future is 
unpredictable [...] It is difficult to define what a 'good' job is. For example, 
I still want to work in the bank because the benefits and salary are better. 
Surely, people look upwards." (Jacqueline, F, M, 36, pp.l9, 20) 
"I change to this company because I don't want to stay in one company for 
my whole life. I want to leam more from different companies [...] I think 
secretarial work is rather general. The work is quite simple. I cannot leam 
something specific. But I can still accept it. You have to follow a boss as a 
secretary. It is good if he is willing to teach you. Otherwise, I may also 
change job. I don't know whether I will find another job in future because I 
still can't find one, and I don't have this chance. So I keep the job of a 
secretary. If there is an opportunity for me, I will try [.. •] However there are 
not many suitable jobs in the market. I have already asked others about 
this." (Eleanor, F, S, 23, pp.3, 4, 12) 
Eleanor is looking for other companies which can offer her new learning 
opportunities. In the long run, having other learning opportunities is advantageous for 
her since it is an asset in the labor market. Although she says that she has no plan to 
leave at the present moment, it is due not to her will but to the limited opportunity. 
Nevertheless, she is always keeping an eye on the market. In addition to Eleanor, 
Jacqueline and Helen, Yuen-ping and Carol are also preparing themselves for new 
employment opportunities in other organizations. 
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In sum, these women clerical workers change jobs frequently and horizontally 
because they always want to find ways to upgrade themselves. They look for 
companies which can offer them better opportunities and working environments. In the 
mean time, they are equipping themselves by studying and accumulating experiences. 
This is a method in which they are increasing their bargaining power and initiating 
opportunities for themselves. 
5.3.2.2 Trial and Error: Searching for the Most Suitable Industry 
Even ifthey are working in an admiring organization, the clerical workers may 
not keep on working in that organization. Joyce previously worked in a Japanese bank. 
She belonged to a department which is specific to Japanese banks only. She thought 
that there was little to learn in the department so she asked for transfer to other 
departments, but she did not succeed. At last, she made up her mind to leave. She is 
currently working as a shipping clerk. 
"(I change to shipping because) my former department is specific to 
Japanese banks. I don't know whether others will count it as experience or 
not. Besides, I also want to try this field of shipping. It seems so good. 
Generally speaking, people work in the bank only for the 14 month salary or 
housing loan. But I don't think I will work in the bank for over ten years so 
as to get the housing loan, and many other companies also offer 14 month 
salary. So I don't know... I am still choosing. I don't know which one is 
suitable for me. Sometimes I look at the salary. Sometimes I look at the 
field." (Joyce, F, S, 20, pp.12-13) 
"Field" refers to "industry". Joyce is trying a different industry. She hopes that 
through the process of trying, she can search for one industry which suits her well. Yet 
during the time of searching, she must try to work for a period in each job before she 
decides whether the industry is suitable for her. This constitutes the pattern of"stay and 
go". When asked why she chooses the industry of shipping, she says because "the field 
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ofshipping is broader" (Joyce, F，S, 20, p.9) so that she still has chances to try similar 
jobs in other companies. In fact, she is still not sure which industry she decides to stay 
in; therefore she is still in a process of "trial and error". 
Similarly, Fiona has tried to work as a clerk in two industries. She is working in 
a bank now. Although she is quite satisfied with her present job, she is also eager to 
change ifthere is another one which suits her. However she will only change ifthe other 
job is in a different industry. She has more scruples than Joyce. 
"It doesn't matter (ifthe working time is unstable) if I feel... I think I have to 
see whether the job suits me. Yes, I will still try it. However since I have 
applied for the housing loan, the pay of the future job must cover my 
expenses [...] But I will change only if the other job is in a different field, 
otherwise I will not consider since I have to pay for the housing loan." 
(Fiona, F, M, 25, p.6) 
To these women, searching for the most suitable industry is more important than 
the short-term economic returns. It is significant in that they can step into an ideal 
industry. They value the chances in which they can learn the most from their work and 
express the most of their abilities. If they can be successful in finding one suitable 
industry in the process of"trial and error", they can have a ftirther career development in 
that specific industry. However this strategy oflooking for new opportunities is mainly 
adopted by women who are still young and who do not have financial burden. They 
have more autonomy over their working lives. 
5 • 3.2 • 3 Looking for New Challenges 
Some Marxists argue that clerical work is becoming factory-like. The office 
work is routinized and deskilled. The work is organized around manual rather than 
mental activities. Since clerical work loses its special characteristics, we can understand 
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the changing conditions of clerical work by the concept of proletarianization 
(Braverman，1974; Crompton & Gareth，1984; Glenn & Feldberg, 1979). Yet in this 
Marxist analysis，we can hardly find any resistance generated from the clerical workers 
until the last revolutionary moment. These workers are far more passive than those I 
meet. 
One authentic example can be drawn from Jacqueline. As described before, 
Jacqueline has tried differentjobs. She is always looking for new challenges. Once she 
has a chance, she considers altering herjob so that her work will not be the same all the 
time. 
"My last department closed down because I worked in the CT2 department 
in a telecommunications corporation. The corporation asked me to stay and 
transfer to the paging department. However I foresee that the existence 
condition ofpaging will become worse. So I decide to leave because there 
will not be any further development [...] The first thing I consider when 
choosing ajob is whether I like the field or not. For example, my presentjob 
is located in Chek Lap Kok. Before coming here, I know it will be very 
toilsome. The place is wild. I have to work from the very beginning and 
make many arrangements, such as purchasing many things from outside and 
arranging transportation. It is very challenging." (Jacqueline, F, M, 36, 
pp.8-10) 
Jacqueline always keeps her work different and challenging so that it is not 
becoming factory-like. This is her first criterion in choosing ajob. Similarly, Helen uses 
changing jobs as a tactic to deal with the boring working condition. Her first job is an 
Account Clerk. She leaves that job because there is not much work in thejob and she 
feels boring. She is an Account Clerk in another firm now. I have explained that she 
wants to leave this firm because she is searching for a better company. In fact, she is 
also looking for new challenges after changing job. 
"(I am not satisfied that) I always do the same work. It does not alter [...] I 
want to change the working environment because I have already been 
working for two and a half years in this firm. I always do the trivial things 
which are similar. I feel boring so I think it is time to leave. Each company 
has its own system (of accounting). They are quite different. Different posts 
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concentrate on quite different work. Even if I work as another post in this 
company, the work will be different." (Helen, F, S, 24, pp. 17, 26) 
It is easy to see that both Jacqueline and Helen change jobs to resist the boring 
working conditions and to avoid routinized work. They also create challenges for 
themselves. With this tactic, they can somehow control their fates in the working life so 
that they are able to escape from alienation. 
In addition to choosing a different working environment, the workers can also 
have certain control over the nature of work by the horizontal mobility working 
strategy. Clerk is a broad occupational category. There are many variations among the 
different types of clerks and among the clerks in different companies. As Helen 
describes in above, even Account Clerks in the same company may do quite different 
work. Therefore it is reasonable for us to believe that transferring to another company 
will bring along many changes in the nature of work. For instance, Siu-ling leaves her 
job of Account Clerk because she does not like figures and calculations. Fiona also 
leaves her former company after working for three months since she has no interest in it. 
With the aim of looking for new challenges, the workers can get satisfaction 
continuously. Thus they can resist the inflexible working condition and nature ofwork, 
and therefore gain more power over their working lives. 
As stated before, all of the interviewees in horizontal mobility working strategy 
are women. Among them, only two are married, and Fiona has been married for a few 
months only. These workers are usually young women, and the mean of age is 24.4. 
Except Jacqueline who is 36，the others are all in their early 20s. When compared to the 
stable working strategy in which the mean of age is 34.0，this group of workers is much 
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younger. Actually, this cannot be understood simply as a sampling error but a 
difference in age group between these two groups of workers. It can be argued that the 
women older in age group are more inclined to stable working strategy, while the 
younger are more inclined to horizontal mobility working strategy. From my data, it is 
apparent that there are more autonomies among the workers in horizontal mobility. 
This autonomy is strongly associated with their age and life cycle. With fewer 
considerations, they have fewer barriers to actualize their working lives and their 
resistances to the working conditions. They have more power than the workers in 
stable working strategy to acquire resources in developing career. Obviously, age and 
life cycle mark the greatest variation within the group of women on working strategy. 
Thus, horizontal mobility working strategy becomes a privilege of the young women. 
It can be foreseen that the horizontal mobility pattern cannot become a 
permanent practice. Even if it is the workers' desire, it is largely determined by their 
age. The eldest worker, Jacqueline, in this working strategy begins to worry about this 
factor. If horizontal mobility working strategy is no longer viable, the workers are 
forced to practise stable working strategy. In the mean time，horizontal mobility is still 
the most commonly practised working strategy to actualize the workers' resistances. 
Through the process of job changing, they can gradually upgrade their statuses and 
rewards. They are also accumulating experiences which makes them more competitive. 
In this way, they are shaking off the dead-end position in any one organization. 
5.4 The Strategy of Leaving Clerical Work: a Common Practice of the Young 
Men 
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The strategy of leaving clerical work is distinguished from the other two 
working strategies by the intention of the workers to leave clerical work and join 
another occupation. The word "leaving" is written in continuous tense which signifies 
the ongoing procedures taken by the workers to leave. All the workers have taken some 
measures to realize their plans. It can be forecasted that they can leave this occupation 
in the near future. 
Amongst my twenty-six informants, the remaining six fall into this category. 
Only one worker is a woman. In this section, I depict three special attributes of this 
working strategy. First of all, all the workers consider clerical work a temporary job 
only. Neither do they attach to this occupation nor their present jobs permanently. 
Secondly, they are finding different ways to leave the clerical work force. They hope to 
have an occupational upward mobility. Lastly, they take a marked extrinsic orientation 
to their present employment which is seldom found among the workers ofthe other two 
working strategies. 
5.4.1 A Temporary Joh 
As it is different from the stable and horizontal mobility working strategies, 
workers adopting this working strategy do not take clerical work as a life-long 
occupation. They do not intend to stay in the clerical work force for a long period. For 
instance, Sidney explicitly states that he would only work as a Clerical Assistant 
temporarily. 
"To be frank, working as a CA cannot be a long-term plan. What is your 
maximum salary? At most ten thousand something. To me, it's not much. 
Ten thousand something is not enough to sustain a living in Hong Kong. But 
it's OK temporarily." (Sidney, M, S, 34, p.4) 
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Sidney does not invest himself in clerical work. He does not take any course 
relating to his work or enabling him to promote to a higher position. He isjust looking 
for chances to transfer to another post within the government. When asked whether he 
would transfer to another department ifhe is not successful in taking up another post, he 
answers, 
"I will look at the situation at that time. If I still work as a CA (in the long 
run), in this case, I really have to think over it thoroughly, right? Frankly 
speaking, everywhere is the same. Everywhere has good people and bad 
people. Do you understand? My mind is already different from that of a 
fresh graduate. Therefore it doesn't matter to me." (Sidney, M, S, 
34,p.l6) 
He has never planned to transfer to another department with the same post even 
though he suffers wrong at his present working environment^. Certainly, he has never 
thought that he will work for long. 
Chi-nam and King-on only work as clerks temporarily to sustain their livings. 
Both ofthem are students ofthe Open Learning Institute (OLI). They report that they 
continue their studies in OLI because they are not able to enter other tertiary 
institutions. The firstjob of Chi-nam is a telephone operator in a paging company. He 
changes to the present community center one year ago because he wants to have more 
free time to study. 
"I don't like those 9 to 5 jobs which are so rigid. I could not control my time 
so well as now I can do something in the moming [...] When I fmd jobs, I 
first consider whether I have the private time of myself. I do not care about 
the salary. I also do not consider the promotion prospect and the chances to 
express self ability. It is because I just want to study alongside my work. I 
think I may not work here after I finish my study." (Chi-nam, M, S, 
22, pp.9,11-12) 
7 Sidney tells me that some clients scold at him without any reason. Some even use foul language to 
rebuke him. 
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Similarly, King-on works in the bank because he wants to have more spare time. 
Contrary to Chi-nam, he thinks that a 9 to 5 job is convenient to him. 
"I didn't know what to choose when I first find ajob. Ijust decide to find one 
with 9 to 5 so that it is convenient for me to study. Before I come to this 
bank, I have already applied to study in the OLI." (King-on, M, S, 
24, pp.5-6) 
Both Chi-nam and King-on face financial difficulties. On the one hand, their 
salaries are not high. On the other hand, they have to pay for the tuition fee, personal 
expenses and household expenditure. But Chi-nam does not worry about it because he 
works part time for his father's business and he also gets some Chinese typingjobs from 
the college friends. King-on has real difficulties in paying the tuition fee now. He 
decides to find a part-time job so that he can finish his studies faster. 
Four ofmy informants are studying OLI. They all tell me that the tuition fee is 
very expensive. On the average, they have to pay over $10,000 in each semester ifthey 
decide to finish the degree within six years. According to the 1996 by-census, the 
median monthly income ofclerks was $9,225^ and there were 59.5% of clerks earning 
less than $10,000 per month. Besides Victor, all of my informants earn less than 
$10,000. It is quite difficult for a clerk to pay for all the expenses ifhe/she studies in the 
OLI, especially when the seniority is still low which is common among those who study. 
Therefore an OLI student who works as a clerk can be analogous to a college student 
who works as a private tutor. Both of them cannot earn enough to pay for their tuition 
fee. The only difference is that the clerical workers have to contribute to the household 
expenditure. Thus the earning from this job is just like that from a part-time job which 
is considered as a subsidiary. It is only better than no job. For instance, Rowena eams 
8 Figures are calculated from grouped data without counting the unpaid family workers. 
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$9,215 per month and she has to pay over $20,000 in each semester. She states frankly 
that her expenditure mainly comes from her husband. She only works to subsidize her 
tuition fee. 
The clerical workers in this working strategy do not regard their presentjobs as 
permanent ones. Yet they still keep their employment stable as long as they have this 
financial necessity. When compared with the workers in the last section, this group of 
workers suffers in the short term because they have to reduce their present material 
rewards in exchange for the investments in the long-term development. Paradoxically, 
their temporary attachment to the presentjobs are used to accomplish their will to leave, 
but not the development in them. 
5.4.2 Finding Ways to Leave 
Workers adopting the strategy of leaving clerical work find different ways to 
leave this occupation. As described in above, some of them choose the method of 
study. They hope to use this method to achieve the aim of occupational upward 
mobility. The best way is to obtain a Bachelor's degree by studying part time. By 
looking at the majors of the students I meet, they are all studying Business 
Administration or Accountancy which are advantageous for them to stay alive in the 
commercial society. 
Rowena is quite special that she was a Customer Services Officer ofa bank. She 
was promoted from the post of a teller. She changes to a government Clerical Officer 
because ofher study plan. Although the terms of employment ofher presentjob are not 
as good as her former employment, she still accepts the offer. Her husband and all her 
colleagues with the same post are university graduates. She believes that "everyone has 
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a degree now, so it's better to study for one" (Rowena, F, M, 27, p.7). Certainly, she 
thinks a degree can enhance her social status and help her further in occupational 
mobility. In this way, she can go beyond the clerical grades in the bank. 
King-on and Chi-nam think that study is the best way to attain career 
development. King-on works in the bank but he studies Business Administration 
because he thinks that 
"Business Administration is broader. You can use it in many scopes. Those 
Finance or others are useful only in banks. It is not useful anymore if you 
are not working in the bank." (King-on, M，S, 24, p.36) 
Needless to say, he studies in hope to climb up the career ladder from other means but 
not his present position in the bank. While Chi-nam is studying Accountancy and he 
wishes to be a certified accountant which is also totally unrelated to his present work. 
However study is not the only way to leave the clerical work force. A few years 
ago, Gavin had the same plan with King-on and Chi-nam that he has started his degree 
programme so as to look for opportunities to leave. After two years ofstudies, he finds 
that there is another way to realize his plan so he suspends his study. He is working in 
a law firm and his duty is to look for information from some government departments. 
Because he always works outdoor, he can make use of this opportunity to do similar 
work for other companies in order to earn extra income. As time passes, he has 
established his own company for his work along side his job. He hopes to enlarge his 
company so that he can develop his own business. 
"You can suspend your study at OLI forever. I suspend it after studying for 
two years. On the one hand, I am busy. On the other hand, I think it is not 
useful immediately [...] I plan that my avocation will become my formal 
vocation. That is, I have established my own one-person company and I 
work there. If it continues to develop，I can work in my own company solely. 
Therefore I am now waiting for chances." (Gavin, M, S, 25, pp.2, 
6-7) 
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Gavin's present job is convenient for him to develop his business. When his 
company becomes large enough, he will leave his post. He needs not rely on 
educational credential to attain occupational upward mobility. When I re-interview him 
nine months later, his business has grown bigger so that he decides to change to another 
law firm and he can find more time after office hours to tackle his business. He is 
getting close to his dream. 
Victor's case is similar to Gavin. He fails to have any improvement in schooling 
after getting three passes in HKCEE and so he gives up studying. He wants to start 
small business in Hong Kong or China. Meanwhile, he is looking for chances to work in 
trading companies so as to learn how to do business. He foresees that he will leave his 
present employment within a short period. 
Victor : After about two years, I can get back 100% of my provident 
fund. Li that case, it is enough to start a small flower shop. 
My wife wants to start a flower shop. If we have some 
money, we may do that. 
Interviewer : Did you consider it seriously? Notjoking? 
Victor : Yes, we've considered it seriously. We have thought that 
the shop may not be located in Hong Kong. We may go 
back to the mainland. 
Literviewer : You haven't thought over it seriously, have you? 
Victor : No，weVe done investigation, but it is unprosperous now. 
Interviewer : Which kind ofbusiness? 
Victor : For example, flower shop. But our investigation shows that 
not many people buy flowers. It is better to start 
restaurants, but the capital is bigger [...] WeVe also 
thought about something like boutique. However the 
consuming power is low, so weVe abandoned it. 
(Victor, M, M, 11, pp.12-13) 
Although Victor is far away from the realization ofhis dream, he has considered 
his ideas seriously. I am surprised by the details of his plan. He is paying effort to 
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realize it. He tells me that the male clerks he knows have all changed occupations after 
they have worked for a few years. It leaves only he who has been working until now. 
Sidney wants to leave clerical work by internal transfer within the government. 
We have already seen in the last section that he only considers his post of Clerical 
Assistant as a temporary job. He takes up this post since he wants to get internal 
transfer to other government departments with a post other than clerks. 
"In the long run, I want to transfer to another department. That is, I want to 
apply for another post. I hear from others that it is easier to find another post 
if you are already in the government. The chance is better than people 
outside [...] I am waiting for opportunities now. They will distribute the 
circular if there is a vacancy. If you think that you are interested and you 
have enough qualifications, you can apply." (Sidney, M, S, 34，pp.4, 
5) 
Sidney is enthusiastic about transferring to another post. He does not want to 
start his own businessjust because he is transferred from the business sector and now he 
wants to stabilize his life. However he is still looking for chances to take up a better off 
job though he is tired of the busy life. 
As we have seen, study is the most common practice to achieve occupational 
upward mobility. It is relatively easy to get a business or professional degree so as to 
begin another occupation in a totally different field. Starting business is also common 
when the workplace of the clerical worker can provide some convenience. Otherwise 
the clerical worker must have to pay more effort to realize the plan. Both methods can 
be actively taken by the workers to leave the unwelcome working conditions. Waiting 
for chances to transfer to another post is more possible among workers in large sectors, 
but the method is rather passive and it depends much on the worker's own 
qualifications. No matter which path they have taken, they all desire occupational 
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upward mobility. This is the most important characteristic of the strategy of leaving 
clerical work. 
5.4.3 Extrinsic Orientation to the Present Employment 
Workers adopting the strategy ofleaving clerical work hold a marked extrinsic 
orientation to their present employment. Since they only consider their present 
employment as temporary engagement, they keep themselves away from high 
involvement in the work. They define themselves unsuitable to do the work they are 
doing. For instance, King-on does not like his present job because he thinks himself 
unsuitable for clerical work. 
Interviewer : Do you think that your last job is better than the present 
one? 
King-on : The last one is more comfortable. It doe not mean which 
one is better, both are more or less the same. 
Literviewer : You said that this job is boring. Then are you going to find 
another one after the double pay? 
King-on : Maybe. I think I am not suitable to be a clerk. 
Interviewer : What kind of job is suitable for you then? 
King-on : Those need movements. 
Interviewer : Why don't you suitable to be a clerk? 
King-on : I cannot sit for long. I think it's very tough. It's tough to 
look at the monitor. 
(King-on, M，S, 24，pp.26-27) 
We can notice the helpless and contradictory attitude ofKing-on. On the one 
hand, he defines the job unsuitable for him. On the other hand, he is still involving in it 
since he has no better choices. In this case, we can only understand his present 
employment by a material incentive to work. King-on explains that his first 
consideration on an employment is the salary. He just wants to accumulate enough 
money for the tuition fee at the present moment, so he does not mind the work content 
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of the job and other long-term benefits offered by the job. He does not value any 
intrinsic content of thejob. 
Sidney's attitude is interesting. During the interview, he states several times that 
he does not value anything ofhis post of Clerical Assistant. He thinks that the salary is 
too little. He does not like the work content and he describes it "awful" when facing the 
clients. At the end of the interview, he reminds me that I must not use his real name in 
this thesis because he does not want his friends know that he is so "wretched" that he 
has to work as a Clerical Assistant. Apparently, he stays in the job only because he is 
looking for chances to transfer. He is upholding an extrinsic orientation to his 
employment. 
Another interesting case can show how the orientation to work varies with the 
working strategy. As introduced before, Victor is going to leave the post of typist 
within a short period. He has been working in a community service organization for 
more than eight years. At the beginning, he enjoyed working there because he was able 
to get close to the kids and he was happy about that. He also thought that it was 
meaningful to work in a service organization so that he can serve others. Besides, he 
hoped to get internal promotion to a welfare worker by repeating the HKCEE. 
Unfortunately he is not successful after trying for several times. Now, what he wants to 
do is either to find another post in the commercial sector to enable him to learn trading, 
or to start small business. His working strategy is becoming clearer that he is more and 
more oriented towards the leaving clerical work one. On the other hand, he is becoming 
detached from thejob. 
Interviewer : Do you like your present job? 
Victor : Sometimes. It's a bit boring, especially when the children's 
books are more or less the same after I have been working 
for so many years. At the beginning it is interesting. 
Having been worked for so long, it is becoming dull. My 
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work is the same everyday. It's just like working in a 
factory. Don't you think it is boring? 
Merviewer : But youVe said that you like to work in the community 
center. 
Victor : It can't be told in this way. My present attitude is different. 
Maybe I want to do this kind ofjob erstwhile, but I want to 
try other kinds of work now. It will be more challenging, 
not so boring. 
Merviewer : On the whole, how do you describe yourjob? 
Victor : It's OK. But rather boring and the prospect is not good. 
Interviewer : Then what else is supporting you to stay in the job? 
Victor : Li fact, there is nothing supporting me. Only that I have not 
found another one. The salary of thisjob is OK. IfI have to 
find another one outside, I may not be able to do so. 
Besides, the pressure is less and the relationships among 
colleagues are good. Therefore I work temporarily. And I 
can soon get back all my provident fund. So I may wait for 
a while and then leave. 
Interviewer : What do you think is the most important element in the job? 
Victor : The first thing is that I want to try something that I have 
never done before. But if the salary is too low, I cannot 
support my family. Salary is always in the first priority. If 
I cannot support my family, it will be of no use even I have 
keen interest in it. I have to face the reality. It is no use ifI 
have high ambition but I cannot stay alive. 
CVictor, M, M, 27, pp.17-18) 
We can notice how the changes in his attitude. His present attitude is not his 
original one when he came to this organization, but is influenced by his decision to quit. 
That is, the formation of his extrinsic orientation to the present employment happens 
concomitantly with his decision to the strategy ofleaving clerical work. 
It is not surprising to find such noticeable extrinsic orientation to work among 
these workers. We have discussed that they consider their present employment 
temporary and they are actively finding ways to leave. They must not involve 
themselves wholeheartedly in the job otherwise they cannot legitimize their wills to 
departure. Their orientation prepares the right atmosphere for their action. 
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When compared to the stable working strategy, workers involved in the 
strategy of leaving clerical work are younger. Except for Rowena who is originally 
situated in the post of Customer Services Officer in the bank, all other informants are 
men. The average age is 26.5, which is much lower than the age of 34.0 of stable 
clerical workers. Young men are more likely to practise this working strategy. Facing 
with the unwelcome and unfavorable working condition, they are more likely to take an 
extrinsic orientation as a soundless protest. They resist by running away from the 
occupation. 
All in all, gender and age are significant in differentiating the working strategy. 
"Older" people in stable working strategy show fewer autonomies over the employment 
and they have fewer incentives to resist the unfavorable working condition. This group 
of workers are less able to make alternate arrangements according to their own wills. 
Young women in horizontal mobility working strategy are active in trying jobs with 
more challenges and better prospects. Their power over resources is shown by their 
abilities to accumulate more human capital. Their resistances are manifested by 
actualizing their autonomy in choosing other organizations. Young men adopting the 
strategy ofleaving clerical work do not accept their destinies in this dead-endjob. They 
draw on more resources to create opportunities to develop a rewarding career. Their 
resistance is indicated by the defying attitudes to theirjobs and the actual preparations 
to leave. This is how we make sense of the variations on working strategy and how the 
dynamic process of the reproduction of gender segregation of work is operated. 
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CHAPTER S K 
RECONCEPTUALLSATION OF CAREER 
We have seen in the last chapter that the working strategy is differentiated by 
gender when both men and women are involved in labor mobility. It is interesting to 
note the two sexes pursue such different working lives with similar educational 
backgrounds and in nearly the same cohort. In this chapter, I argue that men and 
women adopt different concepts of career. Traditionally, men's paid work is labeled as 
"career" while women's is known as "job". Men have nothing to do with unpaid 
housework but women's regular occupation is situated at home. Yet this concept of 
dualism does not give a correct picture on a person's work, both paid and unpaid. In 
order to grasp the thorough picture on working lives, we have to reconceptualize the 
concept of career which can describe both men's and women's working lives. 
Meanwhile I demonstrate how women's concept of work is different from the dominant 
conception of working lives: their life concerns, their attitudes towards paid work, and 
their understandings of career. This is to make a contrast to our customary 
apprehension and also male-centered concept of working lives. Certainly, this dual 
concept of working lives contributes to the pattern of labor mobility as well as 
occupational choice, which is significant to the production and reproduction of gender 
segregation of work. 
6.1 Different Life Concerns 
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In the previous chapter, we find that gender difference is significant in the 
adoption of different working strategies. Since working strategy relates with a worker's 
pursuit in the long run, I try to find out the workers' pursuits and how their life concerns 
relate with working strategy. When I ask my informants on the most important pursuits 
of them, men and women often give different answers. Men seem to understand my 
question well and answer it immediately that they are asking for an improvement in the 
living standard or a development of career. These are often related to paid work. 
"I think the most important thing in life is to improve our (my family) living 
standard. I don't want to stay on this level. If I live in a flat of 300 square 
feet now, I hope to have the ability to own a flat of400 or 500 square feet. If 
the property market is good, I can sell my present flat [...] I do not have a 
short-term or long-term target at this moment. I have just changed the 
ownership of the flat, afterwards I may apply for the home ownership 
scheme. That means I have changed the ownership of my present flat to my 
mother. Then there is no flat under my name, but I still have to retum the 
debt to the bank every month. In this way, we can have a bigger flat." 
(Victor, M, M，27, pp.19-20) 
"The most important thing is to have career development. Studying is my 
way to career development [...] My short-term target is to obtain a 
Bachelor's degree and no more. This is important because it affects my 
career. I study much harder than before because the tuition fee is very 
expensive." (Chi-nam, M, S, 22, p.31) 
However some women do not understand what I mean when I ask exactly the 
same question. Some of them have not thought of the question before and so they do 
not know how to answer. Generally speaking, their answers refer less to paid work but 
more to human relations and personal merriments. 
Merviewer : What do you think is the most important thing in life? 
Fiona: Happy! 
Literviewer : Different people are happy on different things. What will 
make you happy? 
Fiona: ... 
Literviewer : Maybe you can recall what have made you happy and 
unhappy. 
Fiona : ... I think things related to friends and family are more 
important. About career... it may not be so important for 
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me. There are many things in career that cannot be 
controlled. 
(Fiona, F，M, 25,pp.l2-13) 
Interviewer : To you, what is the most important thing in life? 
Yuen-ping : Important thing is... 
Interviewer : Anything can be. 
Yuen-ping : Nothing. Only when there are friends and family members 
stay around me and cherish me, that's OK. 
Literviewer : How about work? 
Yuen-ping : Actually, work is also important. I have not thought of any 
special vocation. I think it's already enough if I have a job 
of my own and I don't need others to support me. 
0"uen-ping, F, S, 22, pp.26-27) 
"My life is quite rich because I do not go home right away after my work. I 
communicate with my friends, and sometimes Ijoin the voluntary work. It is 
quite meaningful. Besides, I study some refresh courses so I would not be 
ignorant." (Carol, F, S, 24, p.lO) 
Victor wants to improve his living standard. He hopes to achieve this by 
running business. Chi-nam wants to have career development. He creates his way by 
studying. In the end, their life concerns are referring to tangible material rewards and 
status from work. When compared to men, there are more varieties among women's life 
concerns. They may not have some "most important" concerns. But when they are 
asked to state it explicitly, they often tell something more related to daily lives. Both 
Fiona and Yuen-ping concern continuing their present good human relations and 
personal merriments. Carol is satisfied with her multisense life. In general, the male 
informants in the strategy of leaving clerical work have a more well defined concern. 
They are looking for long-term extrinsic rewards from work. The women informants in 
the horizontal mobility working strategy, on the other hand, have more diversified 
concerns which may not be related to their working lives. 
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Interesting answers are also given when informants talk about their marriage 
plans. Apparently, male informants of the strategy of leaving clerical work have 
thought more on their marriage plans. They often integrate their marriage plans into 
their work plans. Marriage is only possible when they have reached a certain stage of 
development in work. Gavin's answer illustrate this well. 
"You will be afraid that both sides are pulling you: your work and your 
marriage. That is, on the way you are going to marriage, both sides have 
tensions. You need to put much time in both sides. Therefore according to 
my present progress, my first consideration is to put my work on the track. 
The second one is to settle my family's flat. The third one is marriage. I 
don't like to have much pressure. If my work is not yet put on the track，it 
becomes my pressure. When I further add marriage on top of my work, I 
may not be able to take a breath." (Gavin, M, S, 25, p.l7) 
Gavin is seriously thinking how marriage can fit into his work plan. His primary 
life concern is career development. On the other hand, female informants from the 
horizontal mobility working strategy have thought less on the timing of marriage. 
Except Joyce, all of them have not related their desired marriage time with work. Some 
of them want to delay marriage just because they think they are not mature enough. 
Others say that they have no schedule on marriage and they can get married right away 
if they can find a right partner. Eleanor's idea gives an ideal illustration. 
Interviewer : When do you think is the suitable time for marriage for 
yourself? 
Eleanor : I think... about 28 years old. 
Interviewer : Why is 28 suitable? 
Eleanor : Because 28 is not too young, and not too old so I can bear 
baby. It's good to bear baby at 30. Besides, 28 is mature 
enough. 
Interviewer : Have you thought about your family? Maybe you need to 
support them for a longer time. 
Eleanor : I think 28 is a good time. Even if I have got married, I can 
still give money to my mother. 
Literviewer : How about work? Have you planned that your salary and 
your post will become higher at that time so it's good to get 
married? 
Eleanor : I have never thought about that. I only think that 28 is 
neither too old nor too young. 
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Interviewer : That means you only consider personal problems. 
Eleanor : Yes, I have not considered work. 
(Eleanor, F, S, 23,p.l3) 
Most informants in horizontal mobility working strategy are like Eleanor that 
they find no tension between work and marriage. Development in work may not be 
their fundamental pursuit. They have more diversified concerns in which different 
aspects oflife are taken into account. 
With different life concerns, informants practise different working strategies. 
When their fundamental concern are work and the material rewards from work, their 
short-term plans filter out other aspects which may create tensions. In this way, the 
strategy ofleaving clerical work can be more easily practised. Conversely speaking, the 
practice of this working strategy is reflecting their fundamental concern. As reported by 
Dex (1988), men concentrate more on the extrinsic rewards from work, while women 
concern more on the intrinsic work context and working conditions. If the workers 
have more diversified concerns, they can enjoy the different intrinsic work contents by 
practising horizontal mobility working strategy but not only fight for professional or 
managerial positions. 
6.2 Women's Attitudes Towards Paid Work 
In paid work, the degree of success is measured by its authority, income and 
factors which may affect future income, for example, promotion opportunities and 
benefits. In order to be successful, workers must concentrate wholly and exclusively on 
the jobs and look for linear advancements. They must not be distracted by other 
"unrelated" factors such as unpaid housework and family lives (Evetts, 1994). 
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Therefore an ideal worker must be one who can well separate paid work with other 
aspects oflife and contribute entirely to paid work. 
We have discussed in the last section that informants in the working strategies of 
horizontal mobility and leaving clerical work have different life concerns. Workers 
adopting the strategy of leaving clerical work take work, that is, paid work, as their 
fundamental life concern. In fact, they have a more well defined concept of work in 
which their "private time" is separated from "working time". They are more detached 
from paid work. 
"The most important thing in life... I think it is... your responsibility in the 
society. I think work is a kind of responsibility. It is an element to make up 
the society. That means you have your own social responsibility and you 
have your own relax time，which is your private time after work." (Gavin, 
M, S, 25,p.l4) 
When compared to the male workers in the strategy ofleaving clerical work, the 
female workers in horizontal mobility working strategy have included their spare time 
into their paid work. They "live" in their paid work. 
"They (the new colleagues) say there will not be any Christmas celebration. 
But I think you can at least organize a party or go out for dinner. So I find it 
very weird. This is really pure work [...] I think if your personal 
relationship is good, you can still work happily even if you have too much 
work. And you know, those clerical work is the same in all places. You 
have to do it anyway. It cannot be described as 'boring’. It all depends on 
whether the (working) environment and whether yourself would affect your 
work so that it becomes boring. Even if your task is boring, you still find 
time fliting if your colleagues are always laughing." (Joyce, F, S, 20, 
pp.29-30, 36) 
There are also differences in the arrangement of paid work between workers in 
the two working strategies. I compare Victor with Jacqueline -- both are married with 
one little daughter and a domestic helper to look after the child. Victor is putting all his 
effort to find ways to realize his plan of starting business. However he never mentions 
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how to manage the care of his daughter whereas he has detailed plan to start a shop in 
China and he is probably the one to take care of the shop. Obviously, Victor does not 
incorporate his child care responsibility into the arrangement of his career plan. 
Jacqueline, on the hand, puts her daughter as a first consideration in the arrangement of 
herjob. 
"I have to bath my daughter and help her in her studies. The reason I employ 
a domestic helper is that I hope to have more time to accompany my 
daughter. In the moming, I have already gone to work. I only have time at 
night so I hope to give her more intimacy. I don't want to look like other 
career women that they only concentrate on work but ignore their children 
[...]Thejob I find must give me time to take care of my daughter. Therefore 
I don't considerjobs that require shifting." (Jacqueline, F, M, 36, 
pp.4, 25) 
Victor is trying his best for success in paid work, while Jacqueline is looking for 
a harmony in which the development in paid work and home care are co-existing. In 
fact, female workers in horizontal mobility working strategy do not perceive paid work 
and other life aspects separated. They bring their personal life into their work. They 
also arrange theirjobs so as to fit their family lives. On the other hand, male workers in 
the strategy ofleaving clerical work always have a clearer idea on what they are going 
to achieve in the work domain. They do not allow other aspects oflife to interfere with 
work. Sometimes they even arrange their leisure time to suit the development of work. 
But I never find this pattern from their female counterparts. 
"Sometimes I go to church to study the Bible, or do the work of my own 
company because the place is quiet [...] If I have leisure, I do what I have 
accumulated. It is look like I am setting up a set of... a company. I have to 
solve many problems. Sometimes, I am thinking how to type and how to 
design the bill. I want to do it by myself because I just need a little. It is 
quite interesting when I am thinking about it." (Gavin, M, S, 25, pp.l3, 
17-18) 
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To these men workers, the success of paid work depends on whether it offers 
"prospect"-- whether it offers good income, benefits and promotion opportunities. If 
the worker is holding ajob where good prospect is guaranteed, he/she may not need to 
leave it. Yet my informants are situated in the dead-end positions where the salaries are 
limited and probably have no promotion opportunities. Their present employment 
cannot satisfy their more concrete and definite objectives in paid work. Thus they look 
for chances oflinear advancements and developments outside the present workplace. 
Nevertheless, we do not find all workers looking for progressive advancements 
and developments outside the workplace even when they are situated in dead-end 
positions. We have seen that workers of horizontal mobility working strategy do not 
resist their unfavorable working environment by leaving the occupation. Instead, they 
change to similarjobs from time to time so as to alter the work content and workplace. 
Clearly, we cannot understand their pursuits by a model of "ideal worker". That is，a 
linear advancement is not the only pursuit of these women. It is not to say that they do 
not ask for advancements, but they do not perceive work as their fiindamental concern; 
therefore there are various ways to realize their life concerns. Paid work, being one of 
the life aspects, is one but not the only building element of the daily life. They are 
keeping a consonance among family, friends and paid work. When Siu-ling talks about 
how her work matches her life, she is supporting my point. 
"What I consider most in finding ajob is its time. I require thejob to be 9 to 
5 or 9 to 6, that means I cannot work overtime. Salary is OK if it is similar 
to my previous job，and I don't care much about benefits [...] (I consider the 
time) because I think that a person should not only concentrate onjobs. IfI 
always have to work overtime, I don't have time to go out and communicate 
with my friends. So I just take my job as 'job’ only. I don't put myself 
wholeheartedly in it [...] I don't think so (opportunity to have promotion). 
As I have stated before, I don't work overtime. The purchasing assistant (a 
higher grade) often works overtime. I think the manager must not like that I 
don't work overtime." (Siu-ling, F，S, 21, pp.12-13, 22) 
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It is true to say that the "average" or "typical" working woman is a fictitious and 
misleading illusion (Hakim, 1995). There is no "typical" and unique women's attitude 
towards paid work. Upon this ground, we should admit that not all women are fighting 
for money and advancements in work. Here we find that the women workers in 
horizontal mobility working strategy take a more "ordinary" view toward their paid 
work than their male counterparts in the strategy ofleaving clerical work. Paid work is 
not more extra-ordinary than a part of the daily life. A career to them, then, is 
something they do not primarily for money or for advancement but mainly to gain a 
measure of fulfillment, independence, and satisfaction out oflife (MaChung, 1989). 
6.3 Different Meanings of "Career" 
When we think of career, we often relate it to a sequence of development in a 
business or a profession. For instance, Hall (1994) differentiates "job" and "career" in 
this way: "Ajob is a person's occupation at one point in time. A career is the unfolding 
sequence of jobs that a person has over the life course." It is important to note the 
prerequisite of "unfolding" or non-interrupted. A research on the career of Berkeley 
seniors shows that the women students hope to enter good and well-paying jobs in 
which they can find satisfaction and fulfillment in work, but also be able to make 
interruptions to jobs as respond to the needs of families and children. This plan is 
perceived as doing jobs rather than making career (MaChung, 1989). The word 
"career" also implies "progress" through time. It usually refers to linear advancements 
in the hierarchy, status and salary (Gutek & Larwood, 1987). 
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With this meaning of career, my male informants adopting the strategy of 
leaving clerical work have a rather clear concept on what they should do in order to 
develop their careers. As we have seen in the last chapter, they have the intention to 
leave the non-career oriented occupation of clerk and join another occupation or start 
business which offers them opportunities to make "progress" in the work domain. 
Obviously, the professions they are going to enter are career oriented. These include 
accountant and bank officer which can provide career ladders with linear advancements 
in the hierarchy, status and salary. The businesses they are going to build up can also be 
understood as career oriented since they can make profits out of them, and the scope of 
the firm or the shop can be enlarged. None of them proposes an ideal occupation that 
can make little progress. Certainly they have never planned to interrupt their careers so 
as to suit other needs of the family in addition to the financial one. What they do is to 
rearrange the family resources so as to enlarge the income pool, such as how Victor is 
planning to use his fund balance to start business. 
When interviewing my female informants, I fmd that they do not always admire 
occupations with a high status and an opportunity to get promotions. Carol tells me 
that she was a kindergarten teacher and she loved the job very much. She left only for 
the sake of income. Jacqueline likes her work because it is challenging and it gives her 
satisfaction. Fiona says that she hopes to be a welfare worker not because it offers a 
better career ladder, but she "can take care of others and give love to others" (Fiona, F, 
M, 25, p.l4). And now, she is satisfied to be a bank clerk and she does not have a strong 
desire to get promotion. 
"(I am satisfied with my work on) my own expectation. Maybe I am not in a 
senior post, those supervisory posts. I think I do not have this kind of skill. 
That means it's difficult to supervise others. Therefore I will not choose the 
supervisory work." (Fiona, F, M, 25, p.5) 
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Siu-ling is quite special that she wants to preach in China in future. When 
compared to the other two male clerical workers of a church, Siu-ling shows less 
concern on the income and progress of work. 
"Salary is not important to me. I think I must have enough money to use ifI 
am not lazy or if the company do give me salary on time. I don't have to 
support the whole family. Besides, my friends will lend money to me if I 
really don't have it [...] (If I really go to China,) I must be able to find a job 
if I am willing to do so. Only that it may not be a very civilized one." 
(Sm-ling, F, S,21,pp.21,32) 
The emphases of these ideal careers are not put on a smooth structured 
development which involves advancing movements and enhancing authority. Interest 
and satisfaction from work are what they highly emphasize. The workers enjoy the 
intrinsic work contexts in which these low hierarchical positions offer. 
An ideal career is not defined only in terms of characteristics of work. It should 
be one which allows the worker to be financially independent. Yet the basic criterion is 
to accommodate the schedule of the family and to keep social contact with friends. 
Jacqueline takes a good career as one which can match the needs of her daughter. 
Siu-ling wants one which do not disturb her contacts with friends. Joyce wants to 
continue to practise ball game in the evening in order to participate in competitions, 
therefore she wants her career to fit her schedule. She also foresees that she will 
downplay the importance of work if she gets married in future. 
These female informants do not only perceive successive upgrading in the 
hierarchy as progression in career. The altering of work content when change to 
another organization, the accumulating of working experiences, the development ofself 
and the learning ofhuman relations are also perceived as improvements in career. 
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"I don't want to stay in one company for my whole life. I want to leam more 
from different companies [...] I want to enrich my work and my life. What 
is enrichment? In my terms, it is to leam and to contact more [...] I think the 
significance of work is to eam money and to develop self. IfI find that I can 
really do something in work and I have certain potential... I think there are 
plenty of opportunities. I think there are many opportunities in work for you 
to develop self." (Eleanor, F，S, 23, pp.3, 11-12) 
"Besides making money, I can experience the contact with different people 
(in work). When I continue to work, I know more about this. The world is 
more complicated than what I thought [...] This is what I leam by slowly 
accumulating experiences from work, not suddenly." (Fiona, F, S, 25, 
p.l2) 
Helen : I think there is not much prospect in my present job. 
Interviewer : That means there is no promotion? 
Helen: ... 
Interviewer : Do you want to change to another one with promotion 
opportunity? 
Helen : I also want to change my working environment. I do similar 
work in these two and a half years. I think it's quite boring. 
I want to do something new. 
(Helen, F, S, 24, p.26) 
We have seen that the men and women workers in the two different working 
strategies adopt different meanings of career. Men are fighting for advancement in the 
positions in professional occupations or development ofbusiness. They want a career 
with progressive advancements in the hierarchy, status and pay，and with no 
interruptions by family responsibilities. Women value more on the intrinsic working 
conditions and work contents. A good career should fit their schedules of family and 
social lives. They have thought less on successive upgrading in the hierarchy, but they 
hope to have improvements in career by altering work content, accumulating 
experiences and learning in addition to increments in salary. Women face a somewhat 
different set of opportunities and problems than those seen by most men (Gutek & 
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Larwood, 1987). Thus we cannot use a man's model in describing the career 
experiences of these women. 
6.4 Producing and Reproducing Gender Segregation ofWork 
We find that gender segregation of clerical work is reproduced by the practising 
of different working strategy by men and women workers. Yet why is the working 
strategy differentiated by gender? Why does one group of worker get themselves 
detached from the present occupation and pursue another occupation with a career 
ladder, while the other group has high commitment on it and change to similarjobs once 
after a period of time? What is the significance of describing the different career 
conceptions between the two groups of worker? 
We have examined in above that the two groups of worker adopt different 
meanings of career. For men clerical workers, career actually means a sequence of 
non-interrupted jobs between which promotion opportunities are given and salary 
upgrading is expected. Given their role ofbreadwinner, they also expect an income that 
is sufficient to support a family. However we find little advancement opportunities 
within clerical grades, and from clerical grades to managerial or other higher grades. 
The range of the salary scale of clerical grades is usually narrow and the salary is usually 
the lowest among the non-manual grades. For instance, nearly 76.7% of all clerical 
workers in Hong Kong received $6,000 to $15,000 per month in \996\ The median 
monthly income of clerical workers was $9,225, which was 2.9% lower than the median 
monthly income of the working population. It no longer brings a promising career 
1 Source: 1996 by-census data 
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where workers can advance to professional or even managerial grades. Very often, 
workers can only stay in the clerical grades after working for many years even though 
they perform very well in their own positions. When these career oriented workers are 
situated in the dead-end positions, they find themselves unable to actualize their careers. 
Worst of all, they may not be able to fulfill the role of a breadwinner. Since they see 
work as their fiindamental life concern, they attempt to leave this dead-end occupation 
and find another one which suits their ideal type of career. Yet not all of these workers 
are successful at the moment when they want to leave clerical work. Thus the strategy 
ofleaving clerical work reveals the process of their preparations to realize their pursuits. 
Different from their male counterparts, the women workers do not always take 
progressive advancements with salary upgrading to be equivalent to career 
development. They emphasize more on the interest of the job and satisfaction from 
work. As Dex (1988) has mentioned, women workers concern more on the intrinsic 
work content while men workers concern more on the extrinsic rewards. The 
improvements in career are brought about by altering the work contents when changing 
work organization, accumulating experiences, learning from work and reasonable 
increments in salary. Their careers must fit their family and social lives. With this 
expectation of career development, they do not tum to another occupation or start 
business when they resist to their dead-end positions. On the one hand, those 
professional occupations and business managing work often require overtime duties 
which do not suit their schedules. On the other hand, they do not always fight for 
advancements up the hierarchy so as to match their career expectations. In this sense, 
the best way to achieve improvement in career is to change to another organization. 
The accumulated experiences can be used to bargain for an increment in salary. Best of 
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all, they can also learn something new in a new position and a new organization. In this 
way, they can realize what they are looking for in the development ofa career. Thus the 
horizontal mobility working strategy is a process to realize their conceptions on career. 
The different conceptions on career mark the difference on the choice of 
working strategy between the men and women workers. This difference also 
reproduces the gender segregation of clerical work, with men going out and women 
staying in. It shows how the reproduction of gender segregation operates. 
Actually the above discussion does not only show the reproduction of gender 
segregation, it also reveals the production of gender segregation: why is clerical work 
force largely filled by women but not by men^ We notice that most men clerical workers 
in the strategy ofleaving clerical work are not prepared to stay in this occupation at the 
very beginning In fact, the organization of the structure of clerical posts is not career 
oriented It does not probably give any career ladder up the hierarchy. The workers are 
locked in the low positions. When people find a job, they try to choose one in which 
their expectations on career can be fulfilled. Clerical work is by default not a choice for 
men job-seekers who espouse the conception of linear advancing career Whenever 
possible, they try not to engage in this occupation. Therefore we fmd that these 
workers have a strong desire to leave when they are unable to fmd another promising 
career at the time being The womenjob-seekers, on the other hand, do not see a room 
for linear advancement most important With the constraint of limited educational 
credentials, they are encouraged to take up a job that their male counterparts discard 
At the same time, they also welcome a job which gives them the opportunity to enjoy 
work satisfaction and financial independence. In this way, the women job-seekers fill 
most of the clerical work posts 
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With more and more women participate in the clerical work force, this 
occupation becomes female-typed. As I have demonstrated in chapter three, the 
relative median monthly income of clerks decreases with increasing percentages of 
women work as clerks. It is reasonable to believe that the feminization ofan occupation 
leads to the lowering ofpay and career prospect ofit (Dex, 1985; Grimm, 1978; Kemp, 
1994; Leung, 1995; Milkman&Townsley, 1994; Strober，1984; Wong, 1995). When 
the pay and prospect of clerical work becomes lower, the occupation is going further 
away from the concept of a promising career. More men then turn away from this 
occupation and more women fill the places. Gender segregation of clerical work is then 
produced and reproduced with increasing exploitation of women who are engaged in 
the labor market. 
6.5 Reconceptualizing "Career" 
After noticing the different meanings of career taken by men and women 
workers, and its relationship with gender segregation of clerical work, we may be 
curious on why women take up such a conception of career which keeps them in the 
dead-end positions. Some of us may understand it as a trap created by the patriarchy 
socialization so that women are voluntarily and systematically excluded from the 
professional and managerial posts. Not to deny this argument totally, I would rather 
take the women's conception of career positive and argue that we have to renew our 
understanding of career so that their experiences can receive sufficient attention in the 
public domain. 
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As I have mentioned in Chapter Two, I refer "career" to "series of choices and 
negotiation of constraints made by individuals in their work histories, including both 
paid and unpaid work". This is used as an analytical concept to capture the common 
nature of both experiences of men and women. However, as argued by Gutek and 
Larwood (1987), our present conception on career is often based on the experiences of 
men. In academic discussion, research on career focuses on men's careers or 
employment experiences but misses out the opportunity to study women's experiences 
at work. Since then, it is easy to summarize that men have careers but women have only 
employments orjobs which is supplement to family obligations. Careers，therefore, are 
usually taken as successive jobs with increasing responsibility, status, and rewards in 
bureaucratic organizational structures. With a different employment experience of 
women, their careers are understood as "imperfect" in some way. Thus the difference in 
the understanding of career is based on an unequal balance. Men's career experience is 
regarded as "normal" while that of women is taken as "abnormal" career patterns since 
their careers may be "broken" or "interrupted". The consequence of this devaluation is 
that those who fail to fit the "normal" career pattern receive inadequate rewarding ofthe 
contributions (Evetts, 1992). 
Although the concept of "normal" career pattern is useful in some ways for 
understanding and describing certain sorts of work experience, it is obviously 
inadequate to describe many of the career experiences (Hearn, 1977). In fact, deviants, 
mental patients, prisoners and housewives also have careers (Evetts, 1994). With closer 
examinations, the "normal" career pattem is also problematic when it is applied to most 
men. A perfect career-seeker is assumed to have no family obligations and other 
loyalties so that the only obligation is on the work (Kanter, 1977). Yet men are like 
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women that they also demand personal and family lives in addition to succeed in career 
terms (Evetts, 1994). A study ofthe work values in Hong Kong shows that although 
work is significant in one's life domain, its importance is subsumed under that of the 
family. Besides, there is no necessary conflict between the emphasis on family as the 
most important area in life and the perception of work as important (Lui, 1992). Thus 
some scholars suggest to reformulate the career concept or to reconceptualize career so 
that it includes the employment experiences of both men and women (Evetts, 1994; 
Hearn, 1977). Evetts (1994) suggests to develop multi-faceted careers that combine 
the paid and unpaid work responsibilities so as to de-gender the concept ofcareer. The 
"successful" career should not only include the achievement ofhigh-ranking promotions 
in hierarchical organizations, but it should also include the accumulation of different 
sorts of work experiences in the same or different organizations. It should count 
employments offragmented periods in addition to the uninterrupted work trajectories. 
The value of a career should also take the intrinsic work content into consideration 
rather than only measuring the extrinsic rewards. Most importantly, it is women's work 
that should be given enough valuation rather than only appreciating men's work. 
I have argued that it is the difference in the conception of career between men 
and women that contributes to the gender segregation of clerical work. Yet the basic 
problem lies on the unequal employment between men and women which is resulted 
from the process of gender segregation but not gender segregation itself. Ifthe concept 
of career is reconceptualized, and women's employment experiences are seriously re-
considered, we would be able to re-define the value of different kinds of work. To 
challenge the dominant ideological conceptions of work is a first step for the realization 




In this concluding chapter, I shall summarize the findings and arguments 
presented in earlier chapters. The following sections on the empirical findings try to 
relate differences in resistance to the gendered labor mobility pattern. The discussions 
of theoretical implications suggest a re-integration of individual and structure in the 
feminist literature on women and work, and a renewal of the understanding on 
"career". The last section on practical implications gives some suggestions for the 
implementation of equal opportunities policy in the hope to contribute to the 
realization of equal employment. 
7.1 Between Gender and Within Gender Difference in Working Strategy 
In the previous chapters, I have shown that the clerical workers confront 
different patterns of constraints and vantages in entering into the clerical work force. 
The most significant hurdle for them to develop a more rewarding career is their 
limited educational credentials. The number of available choices of job for a fresh 
secondary school graduate are few. Yet many of the clerical workers see their 
participation in non-manual work a way to enhance socio-economic status. Clerical 
work provides them this opportunity of mobility. Nevertheless there is no way to 
attain further upward mobility through clerical work. 
The nature of clerical work offers opportunities for the workers to take time 
off after work to fulfill their other needs and developments. Many workers take the 
chance to equip themselves by taking evening courses for the purpose of improving 
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their employment opportunities. Time convenience offered by clerical work also 
matches the need of the married women who are confined to take up jobs which do 
not require total involvement. The "double burden" is an important consideration for 
them to take up this kind offull-time job. Some other workers make use of the spare 
time and convenience from work to prepare for business. Studying for a Bachelor's 
degree is also common among the young workers. The clerical workers encounter 
different constraints and vantages, and they practise different kinds of resistance to the 
relatively unfavorable working condition. 
I concentrate on the kinds of working strategy and the differences between 
them in practising resistance. The first kind of stable working strategy shows minimal 
resistance, and this strategy is shared by both men and women workers. The 
organizational effect and the age and life cycle effect are prominent in shaping this 
pattern. Large organizations can give enough protections for the workers from 
outside competitors. Seemingly career ladders are created within the hierarchy so that 
successive promotions are facilitated by the training programmes and the system of 
seniority. Besides, these organizations actively devise benefit schemes to keep their 
staff. Therefore their resistance is kept to a minimum. On the other hand, the age and 
life cycle effect is considered a constraint in implementing other working strategies. 
Age discrimination in the clerical labor market forces the workers to stay in the same 
employment once they can find one. Married workers have to make serious 
considerations on whether they can secure the income before they decide to alter the 
present work-life arrangements. Thus the workers do not have enough bargaining 
power over their employments so that the autonomy and resistance are suppressed. 
There is another group of married women who practise stable working strategy 
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because they value the satisfaction from their present employment. Paid employment 
is a means to get satisfaction and selfactualization. 
The alternatives to the stable working strategy are horizontal mobility working 
strategy and the strategy ofleaving clerical work. The informants adopting these two 
strategies are more active in coping with the structural constraints associated with the 
occupation. The choice between the two alternatives is differentiated by gender. The 
practice of horizontal mobility working strategy is more common among women; 
while the strategy of leaving clerical work is more popular among men. Those 
adopting the former working strategy have high attachment to the occupation either 
<i4 
because they like it or they have no better choices. Although they cannot change the 
dead-end nature of clerical work, the "stay and go" pattem can alter the individual 
opportunity in employment. During the process of changing job, they continue to 
search for a better company and a more suitable industry. New challenges can also be 
found in a different organization so that the routinized work content does not 
constitute a problem for these workers. Yet we have to bear in mind that this 
working strategy cannot be a permanent one although it implies a long-term mobility 
pattem. When certain stage in life has been reached, their bargaining power is 
reduced so that they are forced to give up horizontal mobility working strategy and 
practise the more passive stable working strategy. 
The informants adopting the strategy of leaving clerical work have no better 
choices when they enter the labor market and therefore they take clerical work as a 
temporary job. They are attached to the occupation because they have to eam a 
living. They have an extrinsic orientation to the present employment so as to 
legitimize the present existence and the future departures. They try to shake off the 
dead-end position by using the advantage of time off from the present job to create 
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development opportunity. Part-time study for a Bachelor's degree and business 
development are the usual ways they adopt to run away from the dead-end labor 
market. In the mean time, rewards from their jobs are reduced. They have to draw 
on more resources than workers of horizontal mobility working strategy in 
implementing their strategy. Yet the resistance is more thorough in the sense that at 
the end they will be able to leave. The practice ofthis working strategy is also limited 
by the age and the stages oflife cycle of the workers. Workers should be in a stage to 
be able to afford its cost of potential loss in material reward and the uncertainty in 
future development. In addition, the opportunity to start an occupation anew is also 
constrained by age. Thus although both the latter two working strategies illustrate the 
autonomy of the workers, it is the workers who are less constrained and who can 
draw on more resources to challenge the structure more thoroughly. 
Hence we can see that the working strategy of the clerical workers is 
differentiated both by gender and other structural factors, most significantly being the 
age and life cycle effects. Most workers, both men and women, choose a more 
passive reaction that they stay in their original positions. They may be engaged in a 
large organization or that their employment opportunities are restricted by their age, 
the family budgeting, and the family responsibilities. Other workers are able to 
implement more active resistance to their structural positions by drawing on different 
types of resources. Women are more likely to practise horizontal mobility working 
strategy so that their short-term rewards are guaranteed. Men are more likely to 
practise the strategy of leaving clerical work so that their pursuits of advancement up 
the career ladder can be achieved. In pursuing this long-term objective, they sacrifice 
their short-term development in the presentjobs. 
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7.2 The Different Concepts of Career and the Reproduction of Gender 
Segregation 
The gender difference in working strategy has wider implications. The 
preceding chapter shows that it relates to the gender difference in career concepts. 
Women workers ofthe horizontal mobility working strategy and male workers of the 
strategy of leaving clerical work show different life concerns. Men have more well 
defined targets in paid work such as to run business or to have steady career 
development. They also have more detailed plans towards the schedule oflife stages. 
These plans facilitate the realization of work plans so that any tension that may exist 
between work and other aspects is filtered out from the very beginning. On the other 
hand, women have more diversified considerations in which different aspects of life 
are taken into account. They are more likely to enjoy the intrinsic work contents than 
their male counterparts; therefore they are less likely to show great interest in steady 
career development. 
What then do these women workers look for in the work domain? I show that 
they often integrate their leisure time into their paid work. They also arrange their 
jobs and family lives to fit each other. Paid work is one but not the unique building 
block of life. In general, they are looking for harmony that they can have 
development in paid work, good relationship with friends and home care. A career 
therefore does not only mean the eaming of money and career advancement, but the 
gain in personal satisfaction, independence and fulfillment. 
We are therefore led to an examination of the different meanings of career 
carried by the two groups of workers. Male clerical workers have a rather clear 
concept of career as a sequence of non-interrupted jobs between which promotion 
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opportunities are given and where linear progressions in salary increment are 
expected. They intend to leave clerical work because the expected development does 
not suit the model of a "normal" career pattern. Women clerical workers, on the 
contrary, do not emphasize progressive career development in terms of promotion and 
attaining authority in the hierarchy of work. Successful career is also understood as 
the periodic changes in work content, the accumulation of working experience, the 
development of self and the learning of human relations. Moreover, it should fit in 
with their schedules of family and social lives. They stay in the same occupation but 
change the working organization from time to time. Thus the difference in career 
concepts between men and women clerical workers acts as the underlying force to the 
gender differentiation in working strategy. 
The difference on working strategy also generates a gendered labor mobility 
pattem. Whenever the informants adopting these two working strategies changejobs, 
men go out while women stay in. That is, men move on and women stay in those 
feminized jobs. Together they increase the degree of gender segregation of clerical 
work, that is，the reproduction ofgender segregation of clerical work is resulted. 
Following the same logic, we can deduce that the choice of occupation is 
already associated with the gender difference in career concepts in the beginning of 
job seeking. It is well known that the organization ofthe structure of clerical posts is 
not career-oriented. With a desire to attain "successful" career, the men job-seekers 
have already deleted clerical work and other non-career orientedjobs from the pool of 
choices. Whenever possible, they try to find jobs which can offer promotions and 
authority. On the other hand, the women job-seekers aim to find jobs which can 
realize their pursuits in life. Clerical work then becomes a suitable choice for them. 
By adding in the consideration of other factors such as the prejudice of the employers, 
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women can easily slip into this feminized dominated occupation. Yet because of the 
devaluation of women's work and the insufficient conceptualization of career, the 
feminization of clerical work brings about the lowering of pay, status and prospect of 
the occupation. Therefore gender segregation and exploitation of women workers are 
mutually reinforcing. 
7.3 Theoretical Implications: Revision on Gender Segregation ofWork 
I argue that the role of individuals should not be ignored in the attempts to 
analyze the operation of patriarchy. My argument calls for, first, a need to include 
resistance and individuals' response in our understanding of women and work. 
Second, to explore the ways in which individuals interact with patriarchy in the 
reproduction of gender segregation. Third, to reconceptualize career so it can cover 
women's work experiences and expectations. These revisions are necessary for the 
construction of a more realistic picture of gender segregation and to look for the 
means for equal employment. 
7.3.1 Resistance within Patriarchal Structure 
The analysis of the development and the operation of the system of patriarchal 
structure is the focus of feminist theories. They often try to explain how men 
organize themselves and force women to take up jobs which are underpaid and 
undesirable (Cockbum, 1988; Davies, 1979; Hartmann, 1979; Walby, 1988). Partly 
because of the political objective of proving women to be a disadvantaged group, 
women as actors and their actions as resistance are often under-theorized. 
I 
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My interviews with lower middle class women show that most of them are 
fully aware of their own structural positions. Yet they seldom feel hopeless about 
their situation. Instead, they develop their own forms of resistance by drawing on 
different kinds of resources. They are actualizing their power to contend with the 
external patriarchal force which act on them. Although these resistances cannot 
challenge the macro structural constraints, they enlarge the workers' employment 
opportunities and alter their dead-end positions and routinized work content which 
are brought about by the patriarchal structure. In view of this, theorization on women 
and work needs to take into account resistances and reactions，how they are 
generated with the limited resources, and how these actions respond to the structural 
constraints. 
7.3.2 Taking a Third Approach to the Gender Segregation of Work 
Current studies of the reproduction of the structure of gender segregation of 
work should be reviewed. Either the individualistic approach or the structural 
approach is insufficient to analyze the role of individual in reproducing gender 
segregation. Neo-classical economic theories are overly simplistic in assuming the 
voluntaristic action of individuals which is based on rational calculations, whereas the 
socio-cultural explanations emphasize too much on the conformity of actors. Marxist 
feminism and socialist feminism adopt material determinism and probe the connection 
between capitalism and patriarchy. Actions are often under-conceptualized and lives 
of individuals are pre-determined wholly by the class and gender of individuals. In 
these approaches, the behaviors of workers are either culturally, rationally or 
materially determined with corresponding conceptions of individuals as calculating 
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machines, passive recipients of social and cultural influences, or victims of patriarchal 
structures. 
I look at actors' reactions and resistances to their structural positions and 
attempt to bring active individuals back into the analysis of gender segregation of 
work. The form of resistance and the degree of challenge it can make vary by the 
resources that can be drawn on and the type of constraints faced by the workers. 
Workers who are encountering less structural constraints and who can draw on more 
resources are more autonomous in choosing a better working life. 
The concept of career also plays a crucial role in differentiating the type of 
reaction to be taken. As discussed above, the difference in working strategy 
generates a gendered labor mobility pattern. Working strategy mediates between the 
concept of career and the patriarchal structural constraints. 
That is to say, the present discussions of gender segregation are polarized 
either to concentrate on individual voluntarism or to focus on structural constraints. 
We should take a third view which links up actors and patriarchy. The account of 
resistance is an attempt to mediate between them. Yet the actual relationship is far 
more complex than what have been discussed in this study. I believe that future 
research should probe into this complex relationship and explore the possible ways in 
which they associate with each other. 
7.3.3 The Reconceptualization of Career 
With regard to the unequal employment and the marginal status of women's 
work, there is a need to take into consideration the gender difference in the analytical 
concept of career. As I have demonstrated in the previous chapter, women's career 
experiences and expectations are somewhat different from men's. Women value more 
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of the intrinsic working conditions, work contents and the matching of the schedules 
offamily and social life with work. They look for improvements in career in terms of 
changing work contents, accumulating experiences and learning in work in addition to 
increments in salary and promotion in the job hierarchy. However these patterns of 
employment are considered "abnormal" by mainstream ideology and are less valued 
than the uninterrupted employments with progressive advancements up the hierarchy 
and salary upgrading. This under-conceptualization of career in main-stream 
industrial sociology brings to the marginalization of women's work and their 
experiences in general. 
As argued by Evetts (1994), women's career experiences should be brought in 
deliberately in order to broaden our definition on the analytical concept of career. In 
the long-term, what we have to urge for is a reconceptualization of career both 
analytically and normatively which de-genders career so that it can cover more career 
experiences. For instance, fragmented employment paths should be given enough 
credits since these can also accumulate different sorts of experiences which are useful 
in future employments. But such moves are seen as depreciation in human capital in 
neo-classical economic analysis. Family responsibilities should also be taken as 
normal necessity that both men and women have to take up. In this way, differences 
between male and female workers are hoped not to be taken as the deficiency of 
women and their inadequate aggressiveness in the labor market is not penalized by 
under-rewarding. 
7.4 Practical Implications: Policy Implementation 
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With respect to the concem of gender segregation by the new "Code of 
Practice on Employment" which is issued in accordance with the Sex Discrimination 
Ordinance, I would like to make some suggestions for policy implementation. 
The "Code ofPractice on Employment" emphasizes equal (same) opportunity 
among individuals in employment. Therefore it encourages employers to break down 
the barriers which restrict the qualified job-seekers to enter certain kinds ofjobs and 
to get reasonable rewards\ Although the code is often criticized to be useless in 
eliminating discrimination, it does point out some of the structural problems which are 
faced by the workers as individuals in seeking certain jobs. 
Yet we have to understand that the problem of gender segregation of work 
does not only lie in discriminatory attitudes and unequal opportunities which exist in 
the terms and conditions of employment. Although equal opportunities may be given, 
the workers are situated in an unequal social context so they are unable to benefit 
from the "equal" opportunities policy. For instance, a married woman may draw on 
few resources to get promotion not because she is unqualified for the position but the 
time requirement of new position does not match the schedule of her husband and 
children. 
I assert that the concept of equal opportunity is not enough for implementing 
equal employment. The different social contexts of workers should be taken into 
consideration in the design of the rewarding systems and career structures. Career 
structures should not be designed to fit only single men who require no family 
responsibilities and who are aggressive enough to fight for high positions. As pointed 
out by Evetts (1994), family responsibilities should be regarded as a basic necessity 
132 
for everyone. If career structures can be designed to allow for the needs of both 
women and men, it can include more qualified women in suitable positions. 
Li addition, the rewarding systems should also be restructured. The lower 
positions which need similar seniority, experience and educational credential^  should 
receive comparable rewards with those higher positions which have an additional time 
requirement and a masculine characteristic. Only when the special necessities of 
different parties are taken into account and sufficiently rewarded can we give fair 
valuation so that equal employment can be achieved. 
1 For example, to use consistent selection criteria for employment, promotion, transfer and training, 
to use the same tities for jobs with the same nature, and to suggest criteria for implementing equal 
pay for work of equal value (EOC, 1997). 
2 In addition to the criteria put forth by the Equal Opportunities Commission (1997) which are made 




















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































QUESTIONNAIRE OF THE INTERVffiWS 
(1) B ackground Information 
• Can you tell me the following: your industry and your occupation; your age; your 
marital status; your number of children and their ages (if any); the scale of your 
company; the type of housing you are living in; the kind of people you are living 
with; the occupation and industry of your spouse; the occupation and industry of 
your parents; the occupation and industry of your siblings; your part-time job (if 
any); your monthly salary and total income and; your total family income. 
• What is your educational level? Have you attended any commercial class? Why 
do you stop your education? 
(2) Household Responsibilities 
• Have you employed any maid at home? What does she do? 
• Do you need to do housework? Which kind of housework? How to arrange 
time? 
• Do you need to take daily care of any elderly? 
• Does your spouse help in housework? Which kind of housework? Why do you 
think that he / she does (not)? 
• Do you take care of the children by yourself, or ask someone to help you? Who 
do you ask? How much do you spend on this aspect? 
• Does your spouse help in the care taking of the children? Which kind ofhelp? 
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(3) Work Content 
• Can you describe what you actually do in your present job? 
• What kind ofknowledge and skill is needed in doing your job? 
• Does your company give you any training? 
• Do you use computer or any other office automation machines? How do these 
things affect your work? 
• Do you think that your present job is more suitable for a woman (man)? Why? 
• Which posts of colleagues are working with you? Which one is male and which 
one is female? What are their major tasks? 
• Besides formal duties, do you or any of your colleagues responsible for human 
relationship, e.g., organize activities or solve disputes? 
• What are the usual kinds of chatting topic between you and your colleagues? 
� Financial Need and Rewards from Work 
• Are you satisfied with the present salary and benefit? Is your present salary 
reasonable? 
• Is your salary and benefit higher, lower or almost the same with other colleagues 
of similar grades? 
• Is your salary enough? What do you mean by "enough"? 
• Do you have to share the expense of your family? 
• Is your salary important for you and your family? 
(5�Employment History 
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• Did you work as another occupation before you work as a clerk? Why do you 
choose that occupation? 
• Why do you choose to be (change to) a clerk? 
• Did you work for other companies before? When? How were the salary, benefit 
and working conditions? 
• Can you briefly describe your previous employments? How are they different 
from your present one? 
• How was your relationship with your previous supervisor and colleagues? 
• Why did you change job? 
• How do you find your present job? 
• Do you have any special reason for working as a clerk? 
(6) Work Mobility 
• Can you foresee any way for you to have promotion in the present company? 
What is the highest position that you can attain? 
• Do you know that how are these higher positions differ from your present one in 
work content, salary and benefits? 
• If your supervisor has got promotion, do you think that you will continue to be his 
/ her clerk / secretary? 
• Do you want to improve your present working environment and rewards? (If not) 
Why? (If yes) What will you do in realizing it? 
• Have you ever thought of changing jobs? Which kind ofjob? Why? 
• Do you think that you can get a better job now? 
• If you really have to change job now, what kind of difficulties are you facing? 
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(7) Job Satisfaction and Meaning 
• Do you like your present job? Why? 
• Is your present job better than your previous jobs? Why? 
• Do you think that this job is a valuable job? 
• Can you describe your relationship with your supervisor? 
• Can you describe your relationship with your colleagues? 
• In general, how do you describe your job? 
• What is supporting you in staying in this job? 
• Is there any special meaning or convenience from this job for your friends and 
family? 
(8) Socio-economic Status 
• Comparing with your parents, do you think that you have a better economic 
condition now? How about the working environment? 
• Do you think that there is any change in the social status between you and your 
parents? 
(9�Life Concern 
• Can you tell me briefly how you spend your day if you have to go to work? 
• How about that if you do not have to go to work? 
• In general, how do you describe your life, is it boring or wonderfiil, is it free or 
restricted? 
• Do you think that you must go to work? 
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• (If yes) Why? Do you think that there is something in work that is meaningful? 
• (If no) What do you think is more worthy to do than working? 
• For you, what is the most important thing in life? 
• Do you have any short-term or long-term targets now? 
(10�Influence from Work to Marriage and Family 
• (For the singles) Have you plan when to get married? (If not) When do you 
think is the suitable time for marriage for yourself? 
• What do you consider in making this plan / deciding this age? 
• Have you ever change your plan of marriage because of work? How and Why? 
• (For the married without children) Do you plan to have baby at any time? When? 
• Have you ever change your plan ofhaving baby because of work? Why? 
• Do you think that your work has affected the time you have with your family and 
the relationship? 
• Do you think that your work has affected your care taking of the family? 
• How do you solve these problems? 
(11) Leisure and Continuing Studies 
• What do you do in leisure? 
• Do you join any after-work activities? Who go with you? 
• Do you take part in any after-work study? What do you study? 
• Why do you take part in these studies? 
• Do you receive any sponsorship from your company in these studies? How 
much? 
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• Is there any other colleagues taking part in after-work study? Who are they? Do 
they receive sponsorship? 
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